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Designing Gender Equality
— &ED [3IHHOTEE X Ok

+ Stop simple diversity training focused on raising
awareness.

+ Have people negotiate on behalf of others.

+ Stop showering women (and men) with generic
leadership development training.

+ Build leadership capacity by supporting people
with the resources required for success, including
mentors or sponsors and networks.

+ Collect, track, and analyze data to understand
patterns and trends and make forecasts.

+ Measure to detect what is broken and refine
interventions. Experiment to learn what works.

+ Evaluate comparatively and hire or promote in
batches.

+ Use predictive tests and structured interviews
to evaluate candidates. Do not use unstructured
interviews.

+ Create environments inclusive of different risk type.

+ Diversify the portraits on the walls of your
organizations.

+ Increase the fraction of counter-stereotypical people
in positions of leadership, through quotas or other
means. Seeing is believing.

+ Know that fathers with daughters are more likely to
care about gender equality.

+ Include a critical mass of each subgroup in teams to
avoid tokenism.

+ Combine average ability with complementary
diversity of perspectives and expertise to maximize
team.

+ Set both long-term targets and specific, short-term,
achievable goals.

+ Hold people and organizations accountable for their
follow-through.
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