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Introduction


Hi. It’s me again. Bet you thought we had this “nice girl” thing behind us. I did too. When Nana Twumasi, my publisher at Hachette, first contacted me about doing an updated version of Nice Girls Don’tTM Get the Corner Office, I wasn’t convinced I should do it. It had been twenty years since the book was originally published and ten years since the release of the tenth anniversary edition. I thought there wasn’t much more to say. So, I asked the women in my LinkedIn network whether they thought women today could benefit from a new and improved Corner Office, and their responses surprised me. In fact, they inspired me. In response to my question about what it was like to currently be a woman in the workplace, I received answers like:




I feel that many of the same issues persist. While there are still instances of sexual advances and mansplaining, these behaviors have become less overt… we need updated guidance on identifying and then handling microaggressions, as these may now be less clear.


—Abby C.






It would be interesting to hear more on the changes that someone goes through at different ages, from being a young, early-career professional to mid-level and late career.


—Alice G.






One thing I struggle with is issues with miscommunication in a remote setting. How do you convey your impact when no one sees you?


—Shanice S.






I find many women hold back on expressing themselves on an important issue because they don’t want to be labeled with the B word, or told they are acting like men, or told they are being emotional, or are just generally ignored as the men in the room simply move on without consideration of what the woman has said. Those who push through get branded (in uncomplimentary terms), so many just hold their voice.


—Sophie N.




I wish I could share the responses of each and every one who reached out to me because I was convinced about three things: (1) Women just entering the workforce need to hear much of what I’ve written about in the past and the realities of succeeding in today’s workplace; (2) Despite the positive ways in which the workplace has changed for women, we still face considerable challenges that men do not; and (3) There have been significant social shifts since the last edition of this book that impact women at work (the Me Too movement, gender fluidity, the COVID-19 pandemic, dismantling of DEI [diversity, equity, and inclusion] programs, and the erosion of women’s reproductive rights, to name a few). To those who responded to me, I thank you for your encouragement and suggestions and hope this book addresses your concerns and most pressing challenges.


The Good, the Bad, and the Ugly


Once I decided to write this update, I wanted to collect more data. So, I created a survey called Women in the Workplace 2024: The Good, the Bad, and the Ugly. I received nearly three hundred responses from women across the globe, including Indonesia, China, Dubai, England, Australia, Hungary, South Africa, and the United States. The ages of the respondents ranged from eighteen to sixty-five and older, and they worked in diverse fields such as consulting, oil and gas, nonprofit community service, law, education, marketing, and manufacturing. An abundance of thanks to the women who participated in the survey. I learned quite a bit from them and from the subjects they spurred me to further investigate.


What I primarily wanted to learn was how the workplace is different today than it was when Corner Office was first published in 2004. In addition to the anecdotal information provided through the survey, I found some statistics that were, quite frankly, astonishing. Consistently, about two out of every three women who responded believed the workplace was still not equitable in a number of ways. For example, over half the respondents (55 percent) believed some change has taken place but not enough, that there has been no change, or that things have actually gotten worse. In terms of how they felt they were treated, 64 percent said they were usually treated fairly or not fairly treated at all. (Only 37 percent said they were treated fairly almost all of the time.) And when asked how they would compare the opportunities available to them vis-à-vis the men they worked with, 66 percent said men had from a slight edge to a definite edge, with only 33 percent reporting they had the same opportunities. Looking at the responses of women of color, their comments are even more alarming. Only 11 percent reported that their workplace experiences were no different than those of their Caucasian counterparts.


Those of you who encouraged me to write this book were right. When I did a deep dive, I realized our work isn’t done. If anything, we are seeing a disturbing amount of stagnation, backsliding, and resistance related to women’s rights. After attacks from the conservative Right, corporate giants like Walmart, Coors, Toyota, Lowe’s, Harley-Davidson, Ford, Microsoft, and others have either eliminated or severely cut back on their DEI initiatives. Donald Trump initiated the elimination of all DEI initiatives and positions in the federal government. Current Secretary of Defense, Pete Hegseth, has made it increasingly difficult for women who serve in the military. And, as you know by now, reproductive rights have been eroded with the overturning of Roe v. Wade, and persistent pay gaps aren’t going anywhere anytime soon. No, our work isn’t done. It is far from done.


Where Do We Go from Here?


In my opinion, you can either be the victim of the challenges that face you or you can meet them head on. I, for one, choose the latter. For those of you who never read any of my other Nice GirlsTM books, you’ll be surprised at how many tools I’m going to provide you with to take control without being controlling. To speak your mind, while still being respectful of others. To be your best self without guilt or shame. You may not opt to adopt every single one of them (there are, after all, hundreds), but choose the ones that will make the biggest difference for you in the short term. Once you have some wins under your belt, go back and take on bigger challenges. The most important thing is to not see yourself as a victim of the system. Every single day you have an array of choices that, when exercised, give you agency and courage. I know from experience that some days we just don’t have the energy to push that pea up the hill one more inch. And on those days, our choice should be self-care that allows us to summon the wherewithal to try again another day.


What’s Happened Over Twenty Years






	The Good

	The Bad

	The Ugly






	Things have somewhat improved for women in the workplace over the past twenty years, at least on the surface. There is less overt bias, harassment, and discrimination.

	Things haven’t improved enough to be anywhere close to true parity and equity for the majority of women. The disparity is felt even more acutely among women of color.

	According to the search firm Russell Reynolds, only 13 percent of global CEOs appointed in the first quarter of 2025 were women. This finding suggests that gender parity may not be achieved for another ninety years!






	Policies and practices have been put in place that are designed to protect women from unwarranted bias and create a more level playing field.

	Coworkers and leaders are often not held accountable for ensuring the policies are adhered to, communicated, and prioritized.

	When women choose to take advantage of the systems designed to protect them, they’re frequently marginalized, ridiculed, or even punished—almost always covertly.






	Both men and women are more conscious of how they treat one another, at work, as human beings with different preferences, styles, values, and beliefs.

	Increased individual awareness of bias and discrimination has, in some cases, led to “cancel culture”—being dismissive of support for particular people or groups.

	Some men report not wanting to hire or interact with women at all for fear of being accused of sexual harassment.






	DEI (diversity, equity, and inclusion) has become an increasingly important workplace proposition.

	As a result of more discussion, bias has gone underground, where it’s more subtle and harder to identify.

	There has been a backlash against DEI efforts in the workplace, causing (or permitting) some employers to abandon the idea altogether.






	There were twice as many female heads of state in 2025 as there were in 2003.

	The number of women heads of state went from seven in 2003 to fifteen in 2013, but it has remained at that number as of this writing.

	At this rate, it will take 130 years to reach gender equality in world power positions.






	In 2020 (the last year there was comparable data due to the pandemic), women’s wages were 82 percent of those of male workers. In 1979, the first year for which comparable earnings data are available, women’s earnings were only 62 percent of men’s.

	Most of the growth in women’s earnings relative to men’s occurred in the 1980s (when the women’s-to-men’s ratio went from 64 percent to 70 percent) and in the 1990s (when the ratio went from 72 percent to 77 percent).

	For the past twenty years (since 2004), the women’s-to-men’s earnings ratio has remained stagnant in the 80 to 83 percent range.






	In 2000, women held 24 percent of management positions globally. By 2021, this figure inched up to 28 percent, or a 3.3-percent-point increase.

	Women remain underrepresented in management positions in the workplace.

	This gap is even larger for women of color. In 2023, for every one hundred men promoted, only fifty-eight Black women and seventy-one Latinas were promoted.







For those of you who have been following me for the past twenty years or so, thank you. I always love hearing from you and answering your most pressing career questions. Although I’ve included much of the core philosophies from the original book and the tenth anniversary edition, you will find enough new material to make this latest edition a worthwhile read.


One more thing: The main difference you will find between this book and all of my other books is that I’ve finally taken off the kid gloves. I’ve always said that I’m a recovering nice girl, so in past books, I tried to be tactful and diplomatic—sometimes to the exclusion of expressing the full extent of what I really think or believe. Well, as Kathy Bates said in the movie Fried Green Tomatoes in response to being harassed by a group of young women, “Face it, girls, I’m older and have more insurance.” I feel a little like that. I’m definitely older, and I have enough insurance to double down on what I see as the behaviors that impede workplace success. You will find my candor increases exponentially in this book. I have less time in front of me to facilitate change for women, and I’m not going to waste one minute of it.
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CHAPTER I


START HERE


I know you’re anxious to get into the meat of the book, but hold on for a moment. Take time now to read this chapter so that you will know how to use the provided advice to your advantage. Otherwise, you’ll end up thinking everything applies to you in equal proportions when in fact you’re probably doing better than you think. I’m always surprised when a woman tells me, “I make every mistake you list in the book!” Ouch. How awful that must feel. We women are so much more critical of ourselves than necessary and, conversely, reluctant to take credit where it’s due.


The mistakes impeding you from reaching your career goals or potential don’t happen because you’re stupid or incompetent (although others might want to make you think so). You are simply acting in ways consistent with your socialization or in response to cultural expectations. Beyond girlhood, no one gives us permission to fully step into adulthood and leave the little girl behind—and so we don’t. Boys are told to “man up!” Girls are encouraged to remain the same. Whether it’s because we are discouraged from doing so or because we are unaware of the alternatives, we often fail to develop a repertoire of woman-appropriate behaviors.




A woman’s career growth is actually accelerated when she chooses to act like a winning woman rather than the nice little girl she was taught to be in childhood.





So why do women stay in the place of girlhood long after it’s obviously unproductive for them? One reason is that we’ve been taught that acting like a nice girl—even when we’re grown up—isn’t such a bad thing. Girls get taken care of in ways boys don’t. Girls aren’t expected to fend for or take care of themselves; others do that for them.


Being a girl is certainly easier than being a woman. Girls don’t have to take responsibility for their destiny. Their choices are limited by a narrowly defined scope of expectations. And here’s another reason we continue to exhibit the behaviors learned in childhood even when at some level we know they’re holding us back: We can’t see beyond the boundaries that have traditionally circumscribed the parameters of our influence. It’s dangerous to go out of bounds. When you do, you get accused of trying to act like a man or being “bitchy.” All in all, it’s easier to behave in socially acceptable ways.


There’s only one problem. When we live a life circumscribed by the expectations of others, we live a limited life. What does it really mean to live our lives as girls rather than women? It means we choose behaviors consistent with those that are expected of us rather than those that move us toward fulfillment and self-actualization. Rather than live consciously, we live reactively. Although we mature physically, we never really mature emotionally. And while this circumstance may allow us momentary relief from real-world dilemmas, it never allows us to be fully in control of our destiny.


As I said in the introduction, you won’t find me suggesting that you “grow a pair” or start acting like a man if you want to achieve your goals. That doesn’t work. If I’ve said it once, I’ve said it a thousand times:




Nice is necessary for success; it’s simply not sufficient.





Missed opportunities for career-furthering assignments or promotions arise from acting like the nice little girl you were taught to be in childhood: being reluctant to showcase your capabilities, feeling hesitant to speak in meetings, and working so hard that you don’t take time to build the relationships necessary for long-term success. I’ve observed these behaviors magnified in workshops at which both men and women are the participants. My work in corporations allowed me to facilitate both workshops for only women and leadership development programs for mixed groups within the same company. Even women whom I’ve seen act assertively in a group of other women become more passive, compliant, and reticent to speak in a mixed group. When men are around, we dumb ourselves down or try to become invisible so as not to incur their wrath. I also see it when I facilitate webinars. Put men in the virtual meeting room, and the conversation I have with women is more often than not stilted and diluted—even when the men are trying to fade into the background!


We’re All Girls at Heart


Many adult women behave in ways consistent with the roles they were socialized to play, thereby never completely moving from girlhood to womanhood. As nurturers, supporters, or helpmates, we are more invested in seeing others get their needs met than we are in ensuring that ours are acknowledged. And there’s another catch. When we do try to break out of those roles and act in more mature, self-actualizing ways, we are often met with subtle—and not-so-subtle—resistance designed to keep us in a girl role. Comments like, “You’re so cute when you’re angry,” “What’s the matter? Is it that time of the month?” or “Why can’t you be satisfied with where you are?” are designed to keep us in the role of a girl. They make us doubt ourselves and the legitimacy of our desires.


When others question our femininity or the validity of our feelings, our typical response is to back off rather than make waves. We question the veracity of our experience. If it’s fight or flight, we often flee. And every time we do, we take a step back into girlhood and question our self-worth. In this way, we collude with others to remain girls rather than become women. And here is where we must begin to accept responsibility for not getting our needs met or never reaching our full potential. Eleanor Roosevelt was right when she said, “No one can make you feel inferior without your consent.” I urge you to stop consenting. I implore you to stop colluding. I dare you to stop being that little girl you were taught to be in childhood!


Self-Assessment


Now it’s time to assess where you could use a little help. The inventory on the next few pages is designed to help you identify the specific behaviors that may impede your career movement. You’ll find there are areas you’ve already worked to address and that no longer present obstacles to you. If you’re like most women, you’ll also find a few areas that still require your attention. Take time now to complete the inventory. When you finish, you’ll find some guidelines for applying your score to what you read. You may not even need to read the entire book. Let it be your first lesson in working smarter, not harder.




NICE GIRLS’ SELF-ASSESSMENT


Read the following three answers and then go through the forty statements that follow, assessing your answer (1, 2, or 3) to each. Be sure to honestly assess the degree to which each statement describes you.




	Uh, I’d have to say it doesn’t describe me (or I don’t know what it means!).


	Well, that describes me some of the time.


	Oh yeah, that describes me just about all of the time.







	
[image: ]I ask questions when I don’t understand something.


	
[image: ]My communications are short and to the point.


	
[image: ]I call attention to my achievements rather than wait to have them noticed.


	
[image: ]My camera is on during remote meetings.


	
[image: ]I’m a confident negotiator.


	
[image: ]I know a microaggression when I see one.


	
[image: ]I take charge when it’s clear leadership is needed.


	
[image: ]I ask for help when I’m feeling overwhelmed.


	
[image: ]I rarely check personal social media (Facebook, Instagram, etc.) at the office.


	
[image: ]I vary my communication style depending on the person I’m speaking with.


	
[image: ]I can tell you what my workplace brand is.


	
[image: ]I use remote work time to read about developments in my field.


	
[image: ]I prepare in advance when negotiating.


	
[image: ]I interrupt “manterrupters.”


	
[image: ]I can tell you the difference between leadership and management.


	
[image: ]I don’t strive for perfection because I know when good enough is good enough.


	
[image: ]I don’t wait for feedback, I ask for it.


	
[image: ]My voice has the ring of an assertive woman.


	
[image: ]I consciously manage my career.


	
[image: ]Rarely am I interrupted by things going on at home during a remote meeting.


	
[image: ]I believe everything is negotiable—and I negotiate for most things.


	
[image: ]I have let others know that I don’t like it when they steal my ideas.


	
[image: ]I’m a confident leader.


	
[image: ]I rarely feel guilty.


	
[image: ]I don’t mind working late when a project calls for it.


	
[image: ]I don’t use minimizing words such as maybe, like, kind of, etc.


	
[image: ]I know what I want my next job or role to be.


	
[image: ]When I’m working from home, I’m working and not doing laundry, cleaning the refrigerator, or running errands.


	
[image: ]I believe compromise is a lousy solution to impasses.


	
[image: ]I point out when I’ve been treated unfairly.


	
[image: ]I take sufficient calculated risks to benefit my company.


	
[image: ]I don’t compare myself with others.


	
[image: ]I show respect to coworkers who have more experience than I do.


	
[image: ]I don’t avoid conflict in the workplace.


	
[image: ]I successfully maneuver office politics.


	
[image: ]I’m “camera-ready” most mornings in case of unexpected remote meetings.


	
[image: ]I know the rules for how a woman should negotiate.


	
[image: ]I tactfully correct incorrect assumptions about me.


	
[image: ]I volunteer for informal leadership roles.


	
[image: ]I listen and respond to what my body tells me I need.





Next, transfer your answers to the score sheet below. When you have finished that, first add down to get a total for each column, then add those column totals across to get an overall total for the assessment. Each column represents one chapter in the book.






[image: A self assessment worksheet presented in a grid format with eight columns titled Rookie Mistakes, Communication Mistakes, Career Management Mistakes, Remote Work Mistakes, Negotiation Mistakes, Handling Bias Mistakes, Leadership Mistakes, and Self Care Mistakes. Each column contains numbered spaces from one to forty arranged in rows for writing responses. A vertical label on the left reads Add Down, and a horizontal label at the bottom reads Add Across.]







So how did you do? Here are a few ways to look at how you assessed yourself:




	Take a look at each column total. Your lowest column score is the area that requires the most attention.


	Your highest column score is an area of strength for you.


	You might also want to refer back to each of the questions where you rated yourself a 1. These are specific areas on which you’ll want to focus, and you may find you have a few of these across categories, not only within any one category.


	Finally, your total score is an overall assessment of the degree to which you are acting like a “nice girl” when alternative behaviors would better serve you.







40–72 = This book was written for you! You’re going to have to remember that nice is necessary for success; it’s simply not sufficient. Adding a few strategic behaviors to your skill set should help you get more of what you want, earned, and deserve.


73–97 = You’ve let go of the need to be “nice” in most situations, but there are still a few that trip you up. Focus on the areas where you rated yourself a 1 and on the lowest category of the self-assessment.


98–120 = Congratulations! You are proof that, as Anna Freud said, “Creative minds have been known to overcome any kind of bad training.” Staying on your game will entail paying attention to those few areas where you rate yourself low.








See? I told you your behavior wasn’t as bad as you thought. There’s a model used in coaching for helping people develop new behaviors. It’s called Unconscious Competence. The following chart illustrates how it works.


Your challenge is to move from Box 1 to Box 4 over a period of time. You begin in Box 1—unaware that you’re even doing anything wrong, so you can’t possibly have competence in that area (low consciousness and low competence).






[image: Diagram illustrating Unconscious Competence. Diagram features four boxes. Box one on the lower left displays the text "Low Consciousness, Low Competence." Box two on the lower right displays the text "High Consciousness, Low Competence." Box three on the upper right displays the text " High Consciousness, High Competence." Box four on the upper left displays the text "Low Consciousness, High Competence."]







After taking the self-assessment and reading the mistakes described in this book, you’ll be more aware of your self-defeating behaviors, but you still won’t know what to do to change them. You’ve moved to Box 2—still low competence but now high consciousness.


By practicing the coaching tips contained after each mistake, you’ll move to Box 3—high consciousness and high competence. If you’ve ever learned to play a sport or musical instrument, you’re familiar with how this works. Whether it’s a golf swing or a piano piece, you know you can do it, but you may have to concentrate on doing it well. That’s Box 3.


With practice and attention, you’ll become increasingly capable of incorporating these behaviors into your regular repertoire of skills, not even thinking about when you do them (Box 4—high competence and low consciousness). Although this is the goal, don’t be discouraged if in some cases it doesn’t come naturally.


As when you’re learning to acquire any new skill, for a while you’ll be self-conscious about how you’re acting. Finally, after a period of practice and success, you’ll incorporate these behaviors without thinking. In some areas, however, you may never quite get there. Socialization can make it difficult—no, change that to impossible—to engage in certain behaviors without having to think about it first. There’s nothing wrong with this. As long as you act consciously and purposefully, you’ll be fine.


Managing Resistance


Women act powerfully all the time, but in ways different from men. Relying on our “girlish charm” can be just as influential but less direct and less confrontational. In other words, we wield power less directly than men. We’ve learned to be less direct so we will not be perceived as taking too much power away from men. This is at the core of our difficulties with gaining increased influence skills and organizational visibility. It is at the core of what author Dr. Kathleen Kelly Reardon calls “the thin pink line.” Walk too far over one side of the line and you’ll be perceived as no one to take seriously. Walk too far over the other side and you’ll be called that dreaded B word.


Each time a woman directly asserts herself, however, she is essentially saying to the men in her life (whether they are husbands, sons, bosses, or other male authority figures), “I want something from you. I want what is rightfully mine. I expect my needs to be met, too.” With each assertion, we frequently feel guilty. We equate taking control back with taking something away from someone else. More than simply getting what we need, deserve, or want, we are forcing others to give back what we have been giving away for so long. It changes the power dynamic.


The reactions we get are difficult to cope with. Others don’t really want the situation to change; they already have everything they need, so why should they change? For many men, it’s a zero-sum game. If I give you too much, there won’t be enough left for me. For other men, they’re afraid their masculinity will be questioned if they share power with a woman.


Resistance to change is normal. It is to be expected. Like the alcoholic in recovery who finds others colluding to bring them back to a place of intoxication, the girl who moves toward womanhood will find herself faced with people who want to continue to infantilize her. This is what you must keep in mind if you want to achieve your goals. Encountering resistance doesn’t mean you’re doing anything wrong—it often means you’re doing something right for yourself.


What’s a Girl to Do?


Here are some specific coaching tips—a prelude of what is to follow. Take them one at a time. Don’t try to do them all at once; you’ll only set yourself up for frustration. Choose one or two on which to work, then come back for more.




	
Give yourself permission to move from girlhood to womanhood. It may seem like a simple idea, but it’s one that is often resisted for all the reasons mentioned above. Have a good, long talk with yourself. Tell yourself that you are not only allowed but entitled to act in ways that move you toward goal attainment. Practice the mantra, “I am entitled to have my needs met, too.”


	
Visualize yourself as you want to be. If you can see it, you can have it. Picture yourself in the role to which you aspire. If it’s in the corner office, see yourself at the desk with the accoutrements that go along with it. Consider the behaviors in which you will engage to warrant this position and the ways in which you will act. Bring them into your reality.


	
Talk back to the fearful voice inside your head. This practice may take some getting used to, but you must counter the old messages and replace them with new ones. If your fearful girl’s voice says, “But no one will like me if I change,” let your woman’s voice respond with, “That’s an old message. Let’s create a new, more empowered one.”


	
Create the word on the street. In leadership classes, I often ask participants to write a twenty-five-word vision statement detailing how they want to be described, then list the behaviors needed to get them there. You can do the same. Write down what you want others to say about you, then follow it up with specific actions to make it happen. In short, make a choice to be seen as a winning woman, and accept the responsibility that accompanies it.


	
Recognize resistance and put a name to it. When you find others resisting your efforts to be more direct and empowered, first consider that their responses are designed to keep you in a less powerful place. Rather than acquiesce, question it. Say something like, “It seems you don’t agree with what I’m saying. Let me give you the rationale for my position and then perhaps you can tell me what it is you take issue with.”


	
Ask for feedback. If you’re worried that you are in some way acting inappropriately, ask a trusted friend or colleague for feedback. Avoid asking a yes–no question (such as, “Did you think I was out of line?”). Try asking an open-ended question that will give you insight into how you are perceived (such as, “Tell me what I did in that meeting that helped me or hindered me from achieving my goals”).


	
Don’t aim for perfection. Even I don’t consistently engage in all the behaviors described in this book. There are some that are just so counter to my personality that I don’t even try, and others that I don’t do well no matter how hard I try. The important thing is to do a few really well and allow the rest to fall into place.






Next Steps


I suggest you begin by reading the two chapters that coincide with your lowest scores on the assessment. This is where you likely could use the most help. Not every mistake in those chapters will apply to you, so don’t get carried away and make every coaching tip a goal. Instead, make note of those tips you think will make the biggest difference and commit to taking action on only those. Avoid the tendency to ignore the tips that seem hard. That’s probably where you can get the greatest leverage in changes to your behavior. After you’ve read the sections that correspond with your lowest scores, go back and review the remaining mistakes.


As for the coaching tips, I’ve provided many of them to women for years and received feedback that even small changes have a big impact on how they are perceived. Others were provided by my colleagues on the consulting team at Corporate Coaching International who are subject-matter experts in various coaching areas such as communications, strategic career planning, and work-life integration. Yet others come from people I interviewed or research I conducted on a subject.


In the end, no book, self-assessment, or coach knows more about you than you know about yourself. These are just vehicles that hold up a mirror in which you can see yourself and identify your opportunities for development. Did you know that the earliest definition of a “coach” was a vehicle or vessel that transported people from one location to where they wanted to go? That’s how I’d like you to see this book and me: as your virtual coach. I am merely a vessel that can help you get to where you want to go. Not to where others think you should go. And not to places you feel obliged to go. It’s all about where you want to go.















CHAPTER II


ROOKIE MISTAKES




Gen Zers Are Being Fired Just Months After Getting Hired—Employers Cite Lack of Motivation, Poor Communication and Unprofessional Behavior




Such was the headline of an online newsletter from the financial news and media company Benzinga. It appears that bosses, unhappy with the performance of new college grads, are not only letting Gen Zers go, but they also say they are reluctant to hire this age group in the future. The first job out of high school or college can be a trap for women to sabotage themselves in ways that sometimes follow them for years. Not recognizing them early in your career can lead to developing bad habits that become normalized for you. Yes, you’re going to make mistakes, and no one should expect differently, but there are ones you can and should easily avoid with a little forethought. That’s what this chapter is all about. It is aimed at identifying the most common avoidable mistakes women make early in their careers.


There’s truth to the saying “you can’t know what you don’t know,” and this certainly applies to women as they make their first attempt to successfully maneuver the maze called work. The coaching tips contained in this chapter are designed to keep you from making the mistakes employers will fault you for most and that will cause you to fall behind your male counterparts by the end of the first year on the job.















MISTAKE 1.



Acting as if You’re Still a Student


I​’ll never forget my first job working in a major corporation (Atlantic Richfield Company). Sitting in my office on the forty-eighth floor of the ARCO tower in downtown Los Angeles overlooking the sprawling mass of the city, I felt that I had really arrived! I had my first set of business cards, my own cubicle, and an assistant that I shared with the boss and two of my peers. Of course, I being me, my first order of business was to decorate my office and make it a comfortable place to come to every day.


On the window ledge I put little knick-knacks that had traveled with me from college. I brought in a small desk lamp to make it a little more homey, and on the one space I had to hang anything, the closet door that swung out to meet the outer edge of the cubicle to create an illusion of privacy, I put a poster of Billie Jean King—the Queen of Tennis, who had trounced the overly confident Bobby Riggs in the tennis Battle of the Sexes. It skipped my attention that it was on the outward facing part of the door so that everyone who walked by saw Billie Jean when my door was closed.


One day, the vice president of Human Resources, whose office happened to be a few real doors down from mine, peeked in while walking by and said, “Lois, do you think you could make this look a little less like a dorm room?” Stunned, I just nodded my head and thought about what he asked. My office felt so like—well, so like me. And that’s the point. While there is certainly room for individuality in most workplaces, there are also certain expectations for outward-facing conformity. When guests, clients, or customers visit, it should look professional with a unified theme. Billie Jean didn’t quite meet that criterion. Lesson learned.


Not every workplace is quite as stringent today about decor as many Fortune 500 companies were in the past; standards regarding what’s acceptable have certainly changed over time, but every workplace has its own rules, culture, and expectations. Your first priority, if keeping your job is important to you, is to learn what those are. Don’t assume because you worked at a big-name corporation as a summer intern or even as a full-time employee that the rules that contributed to your success are the same in your new workplace.




Each time you start a new job or transfer to a different department within the same company, it is critical that you learn the rules, boundaries, and strategies for success within that organization.





As another example, a woman told me that she didn’t understand why her new boss would get so bent out of shape if she came in five minutes late. After all, she worked through her lunch hour when needed and often took work home. She complained that he told her if she came to work on time, she was already late because it would still take time to settle in and get ready for the day. Well, her boss was right. If work starts at 9:00 a.m., most workplace cultures expect you to hit the ground running at 9:00 a.m., not waltz in at 9:00 a.m., then go to the bathroom and get a cup of coffee before settling into your workspace.


There are also rules around how to communicate on the job. By their nature, college and, to some degree, high school are supposed to encourage you to develop critical thinking skills through discourse. Challenging the professor with undeniable logic and facts in front of a room full of students may be a surefire way to get an A, but do the same thing in a conference room with your boss and it won’t win you any brownie points. You’ll only be seen as naive, ignorant of protocol, and maybe even a loose cannon.


COACHING TIPS






	Hone your observational skills. While it’s always good to do this, it’s especially important during the first few weeks on the job. Pay close attention to what people are wearing (more on that in a bit), how they decorate their offices, how they communicate with people senior to them, what the protocol is for taking lunch and other breaks, and so on. Especially keep an eye on the most senior and most successful people in the office.


	Exhibit a professional mindset. You’ve graduated, you’ve been selected to work for a company because they thought you had potential, and now it’s time to prove they were right. You can do this by being punctual to work and meetings, speaking respectfully to those who have been around longer than you have, and assuming responsibility for problem-solving rather than simply complaining and expecting someone else to fix the situation.


	
Manage your emotions. The first few months on any job are stressful. Depending on how you typically manage stress, it could lead to emotions that were fine to let out on campus but that will tag you as not fit for duty when expressed at work. Similarly, we sometimes become emotional at work because we care deeply about what we do, and when it doesn’t go as we planned or hoped, emotions can pop up—which is better than having no emotions at all! In either case, there are three simple things to do when you find yourself becoming emotional:



	First, excuse yourself from the situation. Don’t make people uncomfortable with your tears or anger. Remove yourself with a comment such as, “As you can see, I have strong feelings about this. Please excuse me for a moment.”


	Second, while you’re having a good boo-hoo in the ladies’ room or taking a walk around the block to work off your anger, put words to the emotions. Tears are often expressed in place of anger, so ask yourself what you’re really angry about, and develop a neutral communication around that. For example, I feel as if I’ve done everything asked of me and yet there’s been no recognition.


	Third, express your concerns along with what you would like to see happen. It might be, “I’ve met every goal assigned to me and yet there still seem to be questions about my ability. What would be helpful is if people would give me specific feedback about what they’d like me to do differently so that I’m not working in the dark.”



























MISTAKE 2.



Having Unrealistic Expectations


This is the most common complaint I hear from longer-term employees when talking about their younger coworkers. And these aren’t sixty-year-olds. These are Gen Xers talking about millennials and Gen Z who are put off by people who come into the workplace with expectations that don’t align with reality. Let’s compare some of those expectations with the reality in most workplaces.






	Expectation

	Reality






	I’m an overachiever. I will achieve early success and promotions.

	Success in the workplace usually takes time, effort, and patience. Promotions and recognition are usually earned through consistent performance, not just a few months on the job.






	I’ve chosen an exciting field in which coming to work each day will feed my passion.

	Every job has mundane or repetitive tasks, especially in entry-level positions. This is often referred to as grunt work. Sometimes you just suck it up and do what you gotta do.






	I’m open to being given significant responsibility early on that will showcase what I’m capable of.

	If you report to a good boss, she will know that giving you more than you can handle too soon will only lead to frustration. Responsibility will be doled out incrementally.






	I can put in the same effort that I made in college, and the outcomes will be equally successful.

	The level of responsibility, accountability, and expectations at work are often higher than in college. Slacking or meeting minimum requirements will most likely not be acceptable on the job.






	I will have the same degree of flexibility with regard to hours, completion of assignments, and access to those senior to me as I did in college.

	Although the workplace has become more flexible, there are still rules and protocols you will be expected to follow. You may have a little wiggle room, but if you take advantage of the flexibility you are given, you may be seen as someone who can’t color inside the lines.






	I will be praised when I do good work and will be given regular feedback.

	Your boss isn’t your mother. While some bosses do know the value of praise, far more see feedback as a once-a-year process called a performance review.






	I plan to create balance in my life between work and home.

	Work-life balance is a myth for most people focused on developing a fulfilling career. Is it possible to have it all? Yes, but you typically can’t have it all at the same time.







One of the ways the world has changed since I wrote the first edition of Corner Office is that everything has sped up. Instant access to news and information through the Internet, immediate communication with people worldwide, and e-commerce promises of delivery of purchases within hours rather than days have made us impatient. Whereas your mother or father started a job with the understanding that they would have to “pay their dues” to move up the ladder (or even just achieve career fulfillment), many people aren’t interested in waiting to reach their goals. Now, I’m not saying you should wait an interminably long time to gain recognition for stellar performance with a raise, bonus, or promotion. Some people wait too long and wind up doing themselves a disservice. But expecting to put in at least a year of work before any discussion of rewards isn’t unreasonable.


COACHING TIPS






	Use your first few months on the job to learn the ropes and the tricks of the trade. You have a window of opportunity here that won’t come to you again. You’re young, inexperienced, and perhaps even a little naive. It’s expected that you’ll make some mistakes simply because you don’t know any better. Use this time to ask questions, build relationships, and develop your skill base so that you have a strong foundation from which to launch. Your first job likely won’t be your last, but it will provide you with valuable, transportable lessons. The goal isn’t employment for life but employability for life—which means taking advantage of every learning opportunity.


	When in Rome… As you observe the behaviors of people around you who appear to be successful, make note of when they come into and leave work, how long they take for lunch, how often they engage in casual conversations with coworkers, and so forth. These observations provide clues about how much effort you should be putting in. If the boss is in the office every day thirty minutes ahead of the start time and regularly stays late, then it’s not in your best interests to arrive late and leave early. If the custom in your department is to eat lunch at your desk and not take a formal lunch hour, then on most days you should follow suit. This isn’t to say you can never take a lunch hour or always have to stay late, but fitting into the workplace culture is one determinant of how successful you will be.


	Ask for feedback in a professional way. If you’re not sure how you’re doing or you’re getting vibes that you’re doing something wrong, it’s OK to ask for feedback. Just don’t ask, “How am I doing?” You rarely get good feedback that way. Instead, say something like, “I’ve been here for three months now, and I was wondering if you could tell me what I could do more of and less of to ensure that I meet your expectations.” Did you get that? Your boss isn’t there to meet your expectations; you are there to meet hers—and letting her know that you know that is always a check in the plus column.


	Aim for work-life integration rather than balance. Balance may take time to achieve. If you make it an issue early in your employment, you may unintentionally convey the message that you really don’t want to work that hard. My suggestion is, if it’s important to you, keep it to yourself and find ways to meet every reasonable expectation others have of you while at the same time being conscious of how you manage your time and set boundaries. Oftentimes we don’t have balance not because of work demands but because we are perfectionists. It’s impossible to achieve perfect, and attempting to do so just wastes your time. You can be a little more like a guy here. Have you ever watched a guy vacuum a carpet or clean a bathroom? Guys know when good enough is good enough. And so should you.












OEBPS/images/Art_P8.jpg
COMPETENCE

UNCONSCIOUS COMPETENCE

4
Low Consciousness
High Competence

3
High Consciousness
High Competence

1
Low Consciousness
Low Competence

2
High Consciousness
Low Competence

CONSCIOUSNESS






OEBPS/images/Art_sig.jpg





OEBPS/images/Art_line1.jpg





OEBPS/images/Art_P20.jpg
2 3 4 5 6 7 8 9
Rookie | Commu- | Career | Remote | Nego- Han- Lead- Self-
Mis- | nication | Mgmt. Work tiation dling ership Care
takes | Mistakes| Mis- | Mistakes | Mis- Bias Mis- Mis-
takes takes | Mistakes | takes takes
1. 2. 3. 4. 5: 6. 7. 8.
% 9. 10. 1. 12. 13. 14. 15. 16.
= 18. 19. 20. 21. 22, 23. 24.
3 25. 26. 27. 28. 29. 30. 31. 32.
i 33. 34. 35. 36. 37. 38. 39. 40.

Add Across —






OEBPS/images/publisher-logo.png
L)
G
I D

balance





OEBPS/images/9781538776407.jpg
UNCONSCIOUS
MISTAKES
WOMEN MAKE
THAT SABOTAGE
THEIR CAREERS

REVISED 3RD EDITION





OEBPS/images/Art_tit.jpg
NICE GIRLS
DON'T

GET THE CORNER OFFICE

Unconscious Mistakes Women Make

‘That Sabotage Their Careers

REVISED 3RD EDITION

LOIS P. FRANKEL, PHD

10

balance

NEW YORK BOSTON





