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Praise for Men at Work



“In the energy industry, where safety, performance, and innovation are non-negotiable, strong and inclusive leadership is essential. Men at Work offers a clear, actionable blueprint for how men in leadership can foster stronger teams and a more effective workplace culture. This book is a timely and practical guide for any leader focused on building a high-performing, future-ready organization.”


—Mike Wirth, Chairman and CEO, Chevron Corporation


“Jennifer McCollum delivers a compelling framework for gender partnership that links directly to organizational performance. Her call to engage men and women as a united force for change is as refreshing as it is essential.”


—Jon R. Moeller, Executive Chairman, Procter & Gamble


“Men at Work is a courageous and compassionate book. It reminds us that equity is not just a women’s issue, but critical to our collective prosperity.”


—Hillary Rodham Clinton, former First Lady, US Senator, and Secretary of State


“In health care, equity isn’t just a value; it’s a vital driver of better outcomes for patients and communities alike. This essential book brings both urgency and clarity to the role men can play in advancing inclusive leadership. Jennifer McCollum delivers an enlightening message: Equity is not a solo act, but a strategic partnership.”


—Paul Hudson, CEO, Sanofi


“Partnership, inclusion, and equity aren’t just ideals; they’re the foundation of stronger teams and better results. Sports teach us that true progress happens when every voice is valued and every talent has room to shine—and Men at Work provides a clear roadmap to building workplaces where that progress is possible.”


—Cathy Engelbert, Commissioner, WNBA, and retired CEO, Deloitte


“Men at Work is a compelling call to action for leaders who believe that inclusion is both a value creator and a business imperative. Jennifer McCollum’s insights resonate deeply with our experience at Dow, where trust, transparency, empowerment, and accountability have become the foundation of our culture. This book offers a practical roadmap for building workplaces where everyone has an equal opportunity to contribute, grow, and thrive.”


—Jim Fitterling, Chair and CEO, Dow Inc.


“Catalyst challenges readers to move beyond allyship and embrace accountability as the path to progress. Her message is both urgent and hopeful: When men and women lead together, we all rise. This book belongs in the hands of every leader who believes in the power of partnership and inclusion.”


—Darryl White, Chief Executive Officer, BMO Financial Group


“Jennifer McCollum bridges the gap between aspiration and action. With clarity and compassion, she shows how gender partnership can transform not only our workplaces but also our culture for men and women alike. An instant classic.”


—Kenji Yoshino, Chief Justice Earl Warren Professor of Constitutional Law, NYU School of Law, and Author, How Equality Wins


“To create a Great Place to Work for All in the dawn of the AI era, we need to include everyone. I think Catalyst has created the most innovative partnership roadmap for these complex times.”


—Michael C. Bush, Global CEO, Great Place to Work


“In a moment when equity and inclusion are being called into question and too many leaders are retreating from the necessary march toward just workplaces, Men at Work affirms the urgency. From a zero-sum discussion which too often prevails, McCollum provides a roadmap for engaging men as partners and beneficiaries in building the inclusive, caring, and diverse workplaces we all need.”


—Gary Barker, PhD, CEO and Founder, Equimundo


“Great leadership is about women and men implementing Our Working Together© Leadership and Management system to create value and growth for all of the stakeholders and the greater good. In Men at Work, Jennifer McCollum shows how gender partnership is not only the right thing to do; it’s the smart thing to do to create workplaces that deliver the best outcomes for all. Jennifer’s insights will inspire leaders at every level!”


—Alan Mulally, former CEO, Ford Motor Company and Boeing Commercial Airplanes, and former Board Director, Google (now Alphabet), Carbon 3D, and the Mayo Clinic


“Men at Work is a practical guide for business leaders on how we can better foster inclusiveness for everyone in the workplace. This insightful book would be helpful to those committed to cultivating an attractive talent model and building a more resilient business.”


—Karyn Twaronite, Global Vice Chair, EY, and Board of Advisors Member, Catalyst


“Men at Work is a compelling call to action for men in leadership. Jennifer McCollum reveals how mutual accountability—beyond simple allyship—can create lasting change. With stories that inspire and strategies you can act on today, this book is as motivating as it is practical.”


—David Smith, Coauthor, Good Guys, and Professor and Co-Director of the Gender & Work Initiative, Johns Hopkins Carey Business School


“Men at Work is a powerful call to action. It shows how gender partnership strengthens families, workplaces, and communities.”


—David S. Taylor, retired CEO and Chairman, Procter & Gamble, and Chairman, Delta Airlines


“Jennifer McCollum understands that leadership is a team sport. Men at Work is a brilliant guide to building trust, elevating others, and creating workplaces where everyone thrives. Her message is bold, actionable, and long overdue.”


—Mark Thompson, Thinkers50 Coaching Legend, New York Times Bestselling Author, and author of newly released CEO Ready with Harvard Business Review


“Jennifer McCollum has written a book that every leader should read. Men at Work is a master class in inclusive leadership: practical, research-based, and deeply human. It challenges us to lead not just with our minds but with our hearts. This is the kind of leadership the world needs now.”


—Dr. Marshall Goldsmith, Thinkers50 #1 Executive Coach and New York Times Bestselling Author, The Earned Life, Triggers, and What Got You Here Won’t Get You There
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To the Catalyst staff, boards of directors and advisors, and our 500+ supporter organizations across more than six decades: You have been fierce and committed advocates for change, guiding and lifting our mission to accelerate progress for women in the workplace through workplace inclusion.


When workplaces work for women, they work for everyone.










FOREWORD



Throughout my 31 years at Dow, I have always strived for excellence—for myself, for the organizations I supported, and for the company as a whole. This was never a solitary journey. Always, colleagues, mentors, and sponsors traveled that road with me. Partners. And as I grew, I realized the importance of playing the same role with others.


Over time, I discovered that partnership is not about building unfair advantages. It is about building out opportunities. It is not about pointing fingers. It’s about pointing to a better way. It’s not about keeping score. It’s about scoring wins together. The power of partnership brings out the best in us, individually and collectively.


We see in Men at Work: The Roadmap to Gender Partnership that too often, in too many settings, true, productive partnership has not existed between men and women. This timely book acknowledges age-old behaviors and mindsets, then unpacks many as detrimental to our joint success. Through gender partnership, accountability for change and action is shared by all, but so are the benefits.


Employing rigorous research, statistics, and stories of male and female leaders, Catalyst CEO Jennifer McCollum offers a roadmap for how to build inclusion in your workplace and deliver stronger business results through true partnership. She shows how rigid stereotypes—like the idea that men must be tough, competitive, and unemotional and women cannot be assertive, ambitious, or display emotion—hold back everyone, men and women alike.


What does gender partnership look like? It looks like empathy. It looks like advocacy. It looks like action. Empathy because we must understand each other so that we can help people achieve their best. Advocacy because we must step forward and enter the arena to help ensure all colleagues have an equal opportunity to advance. Action because as women and men, we must recognize our own biases and have the courage to change, to support the larger cause, the greater mission, the collective purpose.


I have been fortunate to work for a company that values gender partnership. In fact, two of my colleagues share their stories throughout Men at Work—Jim Fitterling, Dow’s chair and CEO, and Amy Wilson, our general counsel and corporate secretary. Their partnerships have been invaluable to me and have enriched not only my experience at Dow but also my life. Jim and I, in particular, have worked together throughout my career. He has been both mentor and sponsor advocating for me in rooms that I wasn’t yet in. And over the years, I have benefitted from his counsel and guidance, even as he has urged me to find my own way.


I have been privileged to be involved with Catalyst for nearly a decade. It is an iconic organization that has effectively addressed gender opportunities and issues in the workplace since the 1960s. Its long-term impact is why I am proud to be chair of the Catalyst Advisory Board and why we are working side-by-side with Jennifer to drive success for the organization and the companies it represents.


One of Catalyst’s seminal programs featured in Men at Work is MARC (Mutual Accountability, Real Change), and it has transformed both men and women throughout Dow. These sessions provide a safe space to react, to reflect, and to resolve to make changes. They get at the root of behaviors that we’ve learned over time, men and women, and biases that we have developed that are unfounded by fact. MARC has altered the way we work, and the way we work together.


Men at Work is a tremendous addition to Catalyst’s contributions to strengthening the workplace. It is relevant to all of us, whether we are at a global corporation or a small nonprofit. It resonated with me at a deep, personal level because my own professional journey is a testament to the power of gender partnership. As a woman, and a woman of color, I entered an industry where often I was the first and only. As I look back over these 31 years, it is through partnerships with men and women that I have arrived at this point in my career. It is not only a tremendous honor but a real obligation to do what I can to pay it forward as a partner to others.


So much is at stake. I aim to leave my granddaughters and grandson the legacy of workplaces that are more inclusive than those my coworkers and I joined. That will require change on a global scale. It may be an enormous task, but I am keenly aware that one day the next generation will be talking about what we did or did not do in this moment—a moment where progress may seem elusive, but progress is imperative.


Therefore, my hope is that as you read this roadmap for gender partnership that you learn from Catalyst’s world-renowned research, that you are inspired by the stories throughout, and most importantly, that you feel compelled to act. Partnership galvanizes, catalyzes and catapults us forward to achieve our collective goals, and could be the very thing that solves some of the world’s greatest challenges.


Let’s move forward together, as partners, advancing progress and accelerating real change.


Karen S. Carter


Chief Operating Officer, Dow


Chair, Catalyst Board of Advisors










INTRODUCTION



Many men have fantasies at work.


They fantasize about taking several months of parental leave when their child is born or adopted. They dream about talking openly with colleagues about the challenges of caring for aging parents and the flexibility to leave early on occasion to address personal needs. And they long for the day when they can be brutally honest about the challenges they face—such as depression, divorce, or the death of a loved one—even if it means shedding tears and being vulnerable in front of their manager and team.


Yet too many men can’t fulfill these dreams because they fear doing so would make them appear weak or ineffective. It might even disqualify them for a promotion. Sadly, in many cases, they are right, and many feel alone and unfulfilled.


Research from Catalyst, the global nonprofit I lead that supports companies to accelerate progress for women by building workplaces that work for everyone, confirms that men who deviate from masculine stereotypes at work face consequences. As a result, an alarmingly high 94% of men reported to us that, at work, they have experienced at least some level of masculine anxiety—a sense of distress for not living up to traditional male expectations.1


Women, like men, also have fantasies. They imagine what their lives would look like if they were paid the same or promoted as quickly as their male peers in similar roles and with similar qualifications and performance. They wish for more experiences where they are supported by their colleagues and publicly acknowledged and valued for their contributions. And they want to fully embrace their authenticity instead of hiding parts of themselves to better “fit in” with the status quo or the leadership majority, which remains nearly 70% men at senior levels globally.2


Many women feel stuck, exhausted, and discouraged.


Believe it or not, these scenarios are two sides of the same coin: stereotypical gender roles. These constricting stereotypes are strangling many workplaces—including, very likely, your own.


Societal norms and expectations dictating how men and women are supposed to look, behave, and live their lives are harmful to everyone. For example: “Men are competitive, aggressive, and stoic. Women are cooperative, warm, and vulnerable.”3 We all know these traits are not across-the-board truths. Individual men and women are just that—individual. When we expect and even pressure people to conform to these stereotypes, we prevent them from being fully themselves. And because no one can do their best work under such circumstances—or in many cases advance to a role where they can deploy their full range of talents—organizational performance flounders.*


The solution that benefits all is to transform your workplace culture by engaging men. Why men? Because they still hold most of the leadership roles at senior levels and therefore are uniquely positioned to have a real impact on making their workplace cultures fair and more inclusive. Instead of calling them out, we need to invite them in as partners to embrace new, more flexible norms across gender. Essentially, it’s about allowing—and encouraging—men and women to be themselves and freely tap into all the things that make them human, not just the parts society defines as sufficiently, stereotypically “manly” or “womanly.”4


At Catalyst, we believe that when people at work challenge traditional expectations around masculinity by exhibiting vulnerability, empathy, flexibility, and emotional transparency; when they act as if it is “normal” for women to be ambitious and aggressively reach for high-level leadership roles; and when they advocate for equitable sharing of domestic responsibilities at home and at work, employees at all levels across gender reap the rewards. And, not incidentally, companies benefit from increased employee productivity, innovation, and commitment to stay.5


I am going to share a story here to show you how this plays out in the real world. Tedrick (Ted) Johnson, an executive I have always admired, has had a long and successful career at a massive health care system. He is an excellent talent spotter and speaks with pride about his team, which includes a number of women executives. Yet, he doesn’t necessarily think of himself as a champion of gender equity. He will flat-out tell you that he hires the best person for the job. What he may not know, and what I certainly believe, is that his matter-of-fact approach to hiring the best person for the job inevitably results in bringing highly qualified women onto his team—and that this approach is precisely what makes him a gender partner. Talent comes in all forms. It’s the people who create space for that talent to rise without barriers who make all the difference.


So back to the story: Ted has recruited four women to his leadership team in the last couple of years. He told me about bringing in a new woman executive from outside the company, which was unusual, as they rarely hire externally for these senior positions. She was the first woman to hold this role, replacing a beloved male legend, and Ted knew she was the disruptor he needed, someone with a different view of the world. At a dinner meeting where he was introducing her to some critical stakeholders, all men, Ted noticed they were addressing him directly with their ideas and questions, instead of their new executive. Finally, Ted said, “Gentlemen, I’m willing to answer whatever questions you have; but keep in mind, I am not going to be part of your day-to-day. If you really want to make things happen, you will need to go to her directly.”


Traditionally, men have viewed other men as the “final authority” in the workplace. That’s most likely why Ted’s team was deferring to him. By letting them know that the new executive was the one in charge, Ted was sending the message that he is a leader who rejects outdated gender roles, and he expects his colleagues to do the same. He was also practicing inclusion and giving her the power and permission to be the leader she was hired to be. That is what being a gender partner looks like, even if you wouldn’t naturally call yourself that or even think of yourself in those terms.


At this point, you may be asking why I, as the CEO of an organization whose mission is to help make workplaces work for women, have written this book about men. The short answer is that, at Catalyst, we recognize that when it comes to making workplaces diverse, fair, and inclusive, everyone needs to be involved.




WHO THIS BOOK IS FOR


This book is written primarily for people in leadership roles at organizations of any size who are seeking guidance on creating a more fair, inclusive workplace culture for women—while at the same time addressing the equally pressing needs of men. Men in senior corporate positions, particularly those who are white, may appreciate the roadmap and stories in this book because, until now, they largely have been excluded from conversations about workplace equity and inclusion. Additionally, they have unique perspective and power that positions them to lead the way in changing their company’s workplace culture. And for women who may have never considered the toll that traditional masculine norms have on men, this book is for you too. We can all be better gender partners to each other.





For too long, men have felt left out of conversations about women’s representation and ascension in the workplace. As a result, they have felt undervalued, sidelined, or even blamed for the status quo. After all, conversations about “gender” are typically understood to be about “women,” and all but ignore the challenges men face in the workplace as well.


What if we could both accelerate progress for women at work and enable men to embrace an alternate (and healthier) vision of masculinity, emphasizing that men’s strengths lie as well in their ability to be empathetic and inclusive—qualities traditionally coded as feminine? After all, the men we’ve talked to have overwhelmingly expressed a desire to show up this way, and they tell us that the current standards of masculinity are not working for them.


“I [bought into the idea of] being a hypermasculine guy for a very, very long time,” shared Hunter Johnson, founder and CEO of The Man Cave, a preventative mental health program for teenage boys in Australia. His story exemplifies the difficulties men face in understanding and living with society’s expectations of masculinity.


At a Catalyst event, Johnson revealed that, growing up, he “molded” his identity “on how good I was at sport, how much money I thought I was going to make, how many young women I thought I could attract, and if I could show as little emotion as possible doing those things.” Primed to become a professional rugby player, at age 16 he suffered a life-threatening injury. For the first time, he felt vulnerable. “And that wasn’t necessarily a word that was in my vocabulary as a young Australian man, but it provided an opportunity for me to question my social structure, my identity, who my role models were, and created a path where I got to think about what was really important to me.”


Johnson’s grandfather said to him, “If you were that good at sport, imagine if you could push that into something a little more meaningful?”


That observation was transformative for Johnson. “It opened up this whole world of social change and impact. I had been seeing men in my life—men who had raised me—go through anxiety, depression, and even suicide. And some of the most important women in my life started to share their stories of abuse and harassment. It just didn’t make sense to me that we weren’t doing something at a preventative level.”6


This insight was also life-changing for tens of thousands of boys in Australia. The Man Cave enables boys to explore their humanity and gives them space to talk about their emotions, modeling a respectful masculinity that draws attention to men’s role in equality for women, and healthy ways of being for everyone.


Giving boys and men permission to show all their facets will come as a huge relief to many, and as they grow and enter the workforce, their work lives and personal lives can be richer and more fulfilling. Too many men are exhausted, boxed in, and disconnected from their fullest selves. The same system that disadvantages women also robs men of the chance to lead with humanity, parent without stigma, admit fear, or feel whole.


The beauty of this strategy is that it helps women too. And women definitely need help. Progress for women in the workplace has stalled, with women continuing to lag in pay equity and leadership representation.7 Many organizations are failing to attract, retain, and advance women—putting their companies at risk of a talent gap, underrepresentation of women at senior levels, weaker employee productivity and innovation, and the appearance that advancing women is not a core company value.8


Women employees in such companies are likely burned out and seeking better options with your competitors, and talented prospects are looking elsewhere. This is especially true for our youngest generations, who value workplace diversity, equity, and inclusion initiatives and factor them into their employment decisions.9 Failure to meet people where they are and to give them what they want in the workplace can undermine a company’s viability in our rapidly shifting world.


If we want to change the status quo, we need to disrupt the old way of doing things, especially the way we think about gender for men and for women.


Men at Work offers guidance and tools to create culture change. I draw from original Catalyst research and data along with other significant research, brought to life with personal stories of exceptional men and the organizations they help lead. The evidence demonstrates that we can’t advance women without the participation of men as mutually accountable partners. And when we do so, men benefit too.


It’s time for a new roadmap. And this book will guide you and your company to a better destination.


Men Want to Advance Women in the Workplace; Let’s Help Them


The way men and women work together matters more than ever, not just from a “moral” standpoint but also from a performance one. Most men in the workplace (like most women) understand and care about both.


Women make up nearly half the workforce in the United States but fewer than 10% of CEO roles in the S&P 500 and 29% of senior vice president positions in companies across North America.10 In most companies globally, this data is worse, and it’s impacting the organizations’ ability to drive the innovation and collaboration needed to succeed in the marketplace.


Building bridges between men and women creates better performance outcomes and better places to work. It engages people, builds job satisfaction and trust, and fosters the feelings of belonging and well-being that today’s employees value. All of this sets up companies to attract the best and the brightest and convince them to stay.


The solution is twofold. One, we need to educate men and women on how traditional gender norms and roles can be harmful to them and to healthy workplace dynamics. Two, we need to equip and support them around how to work both within and across lines of gender in ways that enable teamwork, build strong relationships, and accelerate performance.


Our latest research with over 5,000 men from 9 countries and more than 12 industries shows that the overwhelming majority of men do want to close gender gaps at work. In fact, almost all men want organizations to take action to ensure that outcomes for employees across genders are fair and the different barriers and advantages that each person experiences are recognized. For example, 76% of men want their organization to identify areas where women employees are disadvantaged and change the culture in ways that produce gender equity.11 The good news is that when people know better, they do better. We at Catalyst have seen this truth play out again and again. That’s why I wrote this book. We wanted to offer a research-based, commonsense approach to reshaping gender norms and roles in the workplace and creating cultures where everyone can thrive. Engaging men in this way is not just the right thing to do; it’s a business imperative. The message is clear: If you want to help men in your organization to advance and thrive in their careers while also enabling women in your organization to do the same, you must make the workplace inclusive for everyone—including men.


Why Focus on Men?


As we touched on earlier, men themselves are struggling against traditional gender norms in ways that have historically gone unacknowledged and unnoticed. Thankfully, we at Catalyst have been researching and offering solutions on this topic for over a decade. Now, more people are recognizing and talking about the problems men face in our culture, and awareness is building.


For example, millions of American men are lonely, with 15% reporting they have no close friends.12 In a 2023 survey of men age 18 to 45, most agreed that “no one really knows me well.”13 In fact, one in five men in the United States experiences depression, yet men are less likely than women to seek treatment,14 and the global suicide rate for men is more than double that of women, according to the World Health Organization,15 and in the US specifically, nearly four times that of women, according to the Centers for Disease Control.16 But many men suffer alone, including at work.


In the workplace, men tell us, they feel singled out, blamed, and shamed because of their identity. With attention and efforts often focused on advancing women and other underrepresented groups, they feel excluded and even targeted. After all, during most conversations about fairness and inclusion at work, the focus is on specific elements of gender, race, and sexual orientation. Men—heterosexual white men specifically—are rarely the subject, exacerbating their sense that they aren’t a welcome part of the conversations and don’t know how to engage, even if they want to.


Simultaneously, many workplaces have a culture favoring stereotypical norms—that men should always and only be tough, unemotional, and competitive.


The result? Men are often unable to experience the sense of inclusion and belonging that everyone deserves, nor are they able to see their role in the solution to create healthy work environments.


The Catalyst solution is to invite men to the conversation. By helping advance women, they help their company be more successful, which also benefits them. (The adage about the rising tide lifting all boats comes to mind here.) But also, a critical outcome of this work is that it also gives men tacit permission to step outside of rigid gender roles and be more of their authentic selves.


Frankly, we need men as partners. We can’t continue the progress for women in the workplace without them. To quote research from the Boston Consulting Group, 96% of companies surveyed globally reported progress in achieving equality for women when men were engaged in gender diversity efforts. Only 30% of companies showed progress when men were not involved.17


That’s where Catalyst comes in. We’ve looked at what is preventing men from being part of the solution, and there are real barriers, at the individual level—like apathy, ignorance, and fear—and at the organizational level, with cultures that encourage or reward keeping men in traditional gender roles.18 We believe we can change that.


Engaging Men as Part of the Solution


Catalyst invites men to the table, together with colleagues across gender, through our MARC® (Mutual Accountability, Real Change) initiative, which inspires employees at all levels to leverage their unique opportunity and responsibility to be advocates for fair and inclusive progress, so everyone benefits. Underpinned by Catalyst’s landmark research, originating in 2009, on men’s barriers to engaging in gender-focused organizational initiatives, this set of experiential learning programs started in 2016 and originally focused on male allyship of women. But more recently, based on new understanding through our research and the experiences of thousands of leaders at all levels, we have evolved our focus toward enhancing gender partnership. I experienced MARC myself in the summer of 2024 for the first time and found it transformational for the nearly 40 executives who all developed a deeper awareness and understanding of the challenges both women and men face. We came away with practical tools, techniques, and language that we can use in our day-to-day work.


One recent anecdote is characteristic of the feedback we get. A male participant in our MARC program for managers shared that he has three kids—a son and two daughters. When he coaches their soccer games, he says, “I tell my son to go out there and play his hardest and win, and I tell my daughters to go out there and have fun. And now I realize that I have been inadvertently demonstrating unconscious bias and gender-role stereotyping.” These “aha!” moments that occur during MARC workshops enable men to not only be better colleagues and managers at work; they also equip them to be better parents, spouses, and friends.


Let me add that while the primary focus of MARC was originally about engaging men, it has never been exclusive to men. That said, we deliberately include a focus on men because the work of building workplaces and societies where everyone can thrive will not succeed without them. MARC is about effective partnership; it aims to bring together men and women so they can assume mutual accountability to accelerate progress on inclusion and work together to achieve collective culture change.


Catalyst research, which we will dive into in this book, shows that most men fear repercussions if they support women’s advancement and gender equity in their workplace.19 For this reason, it’s essential that organizations build climates that not only value and reward inclusion for everyone but also enable employees to speak up without fear of backlash.


What Is Gender Partnership?


We call our invitation to men “gender partnership.” This ethic of collaboration is foundational to our MARC initiative. A gender partner is someone of any gender who assumes mutual accountability for advancing gender equity and inclusion and works collectively to advance culture change for the benefit of everyone. Put simply, a gender partner is anyone who:




	believes it’s their role to build a more fair and inclusive environment;


	engages in that work alongside partners regardless of gender; and


	works toward outcomes that benefit everyone.





Through gender partnership, men can reorient their relationship to their own masculinity, which can have a profound effect on the workplace in a way that serves everyone. And women can gain a deeper understanding of the challenges men face in the workplace as well.20


Catalyst’s Vice President of Solution Development, Alix Pollack, who birthed the concept of “gender partnership,” has emerged as a leading voice in this space. She shares an incident that demonstrates what gender partnership looks like. Several years ago, when she was head of the MARC program, she arrived at a training program she was facilitating. The on-site contact for the client had not met her before. In fact, she’d only been told to expect someone named “Alex.” The contact person approached Alix and said, “Let me know when Alex gets here.” Alix shared that she, in fact, was the person the contact was looking for. Later, Alix reflected on the moment:


Yet even after I said that Alix was me, she continued asking me housekeeping questions—“When should we tell the caterer to expect us to break for lunch?” “How many markers would we need?” And she directed all content-related questions to my co-facilitator, a man who was a junior colleague.


My colleague noticed the dynamic playing out—that he, not I, was the default person in charge. He grabbed a stack of workbooks and began laying them out so that I could focus my attention on readying the session with the client. The client, however, continued to address her substantive questions exclusively to my colleague.


My colleague behaved as a true gender partner does: He kept his eyes on me to show, through his body language, that I was the one in charge. After a few moments, the directional energy of the conversation shifted, and the client started looking to me for answers.


Alix notes that what made her colleague’s behavior a beautiful example of gender partnership was that it didn’t involve making an overt statement like, “Hey, you shouldn’t assume that just because I’m a man, I’m the one in charge!” Similar to Ted earlier in this chapter, Alix’s colleague did not get on a soapbox and make a proclamation about feminism or gender roles.


“Gender partnership,” Alix adds, “is simply about being there for each other. Sometimes you do have to be more vocal or visible, and that kind of gesture has its place, but gender partnership is not about ‘saving’ women. It’s about co-creating a dynamic of fairness and respect.”



The Catalyst Roadmap: 5 B’s of Gender Partnership


In the second half of the book, you will find the tools for gender partnership, which at Catalyst we call the 5 B’s. Here’s a quick synopsis:




	
Begin with You

Being a gender partner is not something you can do without having some skin in the game. I encourage you to start with reflection so when the time comes, you are primed to use your voice and influence to make change.




	
Break Down What’s Not Working

Not everything is broken, but some things are—such as stereotypes, harmful or misguided assumptions, and outdated leadership norms that aren’t serving anyone. Part of making progress is letting go of the things we need to leave behind.




	
Build Up What’s in It for Men

Men stand to gain a lot from greater workforce fairness and inclusion. But historically the benefits for men have not been a focal point of gender equity work, leaving many men feeling excluded and left behind. Gender partnership involves shining a light on the benefits for men so they are motivated to engage.




	
Bridge the Gender Gaps

Gaps persist between women and men in pay, leadership representation, and intangibles such as recognition, safety, and engagement. Gender partners can bridge these gaps by helping to identify and remove the barriers that prevent all talent from fair systems and inclusive cultures.




	
Bring Humanity to Work

Our colleagues come from different backgrounds and may have vastly different experiences and viewpoints from our own. But we are all connected by our humanity. Gender partners bring empathy and build empowering environments where people can bring their authenticity and lead in ways that serve the organizations best, regardless of gender.






I don’t just tell you about the 5 B’s; I also show you what they look like in practice. Successful executives shared with me how they embed the 5 B’s into their own gender partnership work, and I in turn reveal their best practices with you. What you will find is these behaviors and practices reflect both inner work (what Catalyst calls “leading inward” with curiosity, humility, and courage) and interpersonal work (what we call “leading outward,” ensuring team members feel ownership, accountability, and support). That’s because gender partnership builds off the tenets of inclusive leadership—a topic Catalyst has long been on the leading edge of researching, promoting, and teaching.21


Why Listen to Catalyst?


Catalyst has a proven method of accelerating women’s progress at work by enlisting men to be part of creating positive change. It is born from over 60 years of experience working with companies as they disrupt and innovate for fair and inclusive workplaces. When founder and first president Felice N. Schwartz created Catalyst in 1962, “Help Wanted” advertisements were segregated by gender and race,22 and the law permitted companies in the United States to pay women less than men.23 The landscape has changed dramatically in the decades since then, and so has Catalyst. We have grown into a global organization that helps companies worldwide build workplaces that work for women.24


When Catalyst first launched, the organization was focused on helping individual women enter the workforce and stay there. We advocated for flex-time, part-time, and job-sharing—unheard-of concepts at that time—and participated in several early pilot programs demonstrating that these positions were effective solutions for employers. Schwartz’s wildly popular 1972 book, How to Go to Work When Your Husband Is Against It, Your Children Aren’t Old Enough, and There’s Nothing You Can Do Anyhow, made the case that companies should hire women who had spent time out of the workplace to raise families—because women made great employees.25


During the 1970s, as many women in the US increasingly prepared to spend a substantial period of their lives in the workforce,26 Catalyst created national career resource centers as well as a comprehensive library at our New York headquarters and connected women with resources offering career counseling—all part of our efforts to assist individual women getting into, or back into, the workforce. Throughout the 1970s and 1980s, we also focused our efforts on undergraduate women, encouraging thoughtful career planning and preparation.


We drove the conversation about women in corporate leadership, helping companies identify qualified women for their boards of directors. We demonstrated that there were women ready and qualified for board service, helped companies identify those women, and began to annually track the number of women on boards, publicizing when progress occurred—and when it did not.


By the late 1980s, Catalyst recognized that the obstacle women faced was not themselves—it was organizations. The systems themselves needed real change. In response, we made a critical shift. Rather than emphasizing what women could do to help themselves, we focused on what companies should do to create better, more women-friendly workplaces and ensure access to the highest ranks of leadership.


To that end, we began advising companies that wanted to do better. Our research, informed by our community of top global companies who supported us, refined our understanding of what works, what doesn’t, and why, when it comes to creating systemic change for women. From a hard-data, bottom-line approach, we came to realize that to change organizational behavior to drive inclusion, we needed to engage both hearts and minds.


In 1989, Schwartz published “Management Women and the New Facts of Life” in the Harvard Business Review about the obstacles women face in the workforce. She proposed a separate track for women who planned to take extended parenting leave and desired flexibility to help balance career and family responsibilities.27 That led to a discussion of the “mommy track.” This controversial phrase was coined by the New York Times and not used by Schwartz. The article sparked a much-needed conversation about women’s desires to have a family and career and about mothers returning to the workforce after leaving to raise children.28


During the 1990s, Catalyst turned its lens to the absence of women from boards and executive suites. We produced research reports showing that, in fact, many companies lacked any women at the highest levels. Notably, our research pointed to a cultural problem: persistent gender stereotypes about women in leadership roles that impede women’s advancement.29 We also deepened our understanding that women do not all share the same experiences, and we began emphasizing an intersectional approach in our research—meaning we looked not only at gender but also at how gender interacts with other dimensions of identity and experience, like race and class.


Of all our research, among our most significant was about women of color and the unique barriers they faced in US workplaces. In the late 1990s, Catalyst began collecting and reporting the number of officers and board directors who were women of color, with the data proving that they were left further behind than white women enabled us to deepen our research.30


We launched a groundbreaking three-year study—the first of its kind—on the barriers women of color face in their efforts to advance in the workplace, stirring a national conversation in the United States about the challenges facing Black, Latina, and Asian American women in management.31


Catalyst has been an early and consistent vocal advocate for inclusive workplaces. To enable all women to thrive, organizations need to create an environment of inclusion. And that environment must involve and benefit men as well.


What You Will Discover


By the time you finish reading this book, you will learn:




	Men and women alike are struggling in the workplace because of stereotypical expectations around how they are “supposed to” operate.


	Disrupting these gender norms creates work environments that benefit everyone, not just women.


	Like women, men also deserve to feel included and experience a sense of belonging, which means the freedom to break out of rigid gender roles.


	As we look to address these challenges, men have a singularly critical role in driving positive change for themselves and to advance progress for women.


	Men in leadership roles, in particular, should stand up as gender partners because as the majority, they have additional power and visibility to drive change.


	This isn’t about saving or fixing women; it’s also not about fixing men. It’s about working together as partners to create workplaces that work for everyone.


	When men step up as agents of change for women, they benefit too.





The Catalyst approach to gender partnership enables us all to address stereotypes around “traditional masculinity” (such as applying or accepting pressure to be competitive, tough, and unemotional) and “traditional femininity” (such as applying or accepting pressure to be cooperative, collaborative, and kind) that weave into leadership norms and expectations in ways that do not serve their employees or businesses well.


If your organization has not invited men to collaborate on efforts toward women’s progress or has not expanded the conversation around inclusion to be about men’s experiences, too, it’s not too late. The sooner you take action, the sooner you and your teams will benefit. Through creating the conditions that allow real gender partnership to flourish, we can bring men and women together to cocreate a workplace where everyone feels valued, everyone can experience belonging, and everyone can share in the many rewards that follow.





* At Catalyst, we fully acknowledge, respect, and honor the vast array of differences on the gender spectrum. We support people in the workplace expressing their gender in the way that feels most natural and comfortable to them. In this book we have chosen to use traditional male and female terminology: men, women, he, she, his, and hers. Please know that this decision was made only for clarity and simplicity and is not meant to exclude anyone of any gender.
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