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Vision 2020 is a national initiative developed by the Institute for 
Women’s Health and Leadership at Drexel University College 
of Medicine to make equality a national priority through shared 
leadership among women and men. The Vision 2020 Rhode 
Island delegates have set several goals: to increase the numbers 
of companies using wage-equity audits, to ensure wage equity 
and ensure equity in the awarding of loans to women business 
owners who apply for them. The goals for women’s health are to 
ensure widespread access to family planning services by secur-
ing the family planning waiver. In the area of political participation 
the goals are to increase the numbers of women appointed to 
cabinet, commission and board positions in state government. 

The mission of Women’s Fund of Rhode Island is to invest in 
women and girls in our community through research, advo-
cacy and grant making designed to eliminate gender inequal-
ity through systematic change. Women’s Fund is committed to 
social change grant making that focuses on long-term solutions 
to societal problems. Women’s Fund believes in making strategic 
grants, sometimes for only one or two years, with the intent of 
addressing immediate social change. They have narrowed their 
focus to the key areas of civic engagement, economic justice 
and political representation.  Over the past ten years the fund 
has awarded 55 grants to 27 organizations, founded a Women’s 
Policy Institute and doubled the number of female, governor-
appointed cabinet-level positions.

Since 2003, Leading Women has been providing what organi-
zations need in order to meet their goals for the advancement 
and retention of women and what women need to succeed 
from career-start to the C-suite and onto corporate board. With 
a mission to inspire, power and honor the success of women 
in organizations, Leading Women offers uncommon programs, 
online resources, events and services that help companies and 
individual women overcome the barriers to career progress. Their 
array of solutions are designed to close the gaps between what 
most leadership programs teach and what women need to learn 
in order to move up.  A recent survey found that over 62% of 
women who attend their leadership programs are promoted or 
given additional responsibility.
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We are very proud to serve as the Rhode Island State Delegates for Vision 2020. Nearly three 
years ago, we set an ambitious agenda to increase the representation of women in government 
and corporate leadership; advance wage equity for women in business; and to increase access 
and opportunity for the awarding of loans to women businesses owners. We are committed as 
delegates of Vision 2020, and as leaders in the Rhode Island community, to remove roadblocks 
and barriers to women’s advancement.  We believe that a healthy, vibrant state and economy 
require the engagement and access of all its citizens to representation and economic security. 
We look to the day when women are at the tables of decision-making and leadership policy and 
practices are shaped by the diversity of needs, experiences and backgrounds that make Rhode 
Island so unique.  

;V�[OH[�LUK��[OPZ�YLWVY[�L_WSVYLZ�9OVKL�0ZSHUK»Z�SHYNLZ[�MVY�WYVÄ[�HUK�UVUWYVÄ[�JVTWHUPLZ�^HNL�
equity and leadership advancement for women policies and practices. Though on some levels 
the data may seem disappointing, our aim was to understand what was happening in the Rhode 
Island business community with respect to the advancement and compensation of women and 
to use this data as a benchmarking report. Additionally, our focus is on use of this data to en-
gage in meaningful conversation with the business community, policymakers, and those working 
[V�HK]HUJL�V\Y�JVTT\UP[`�[V�\UKLYZ[HUK�[OL�ILULÄ[Z��IV[O�ZOVY[�HUK�SVUN�[LYT��VM�PU]LZ[PUN�PU�
women’s leadership and economic security. As these conversations take place and shape, we 
believe that many companies and organizations will participate in ongoing research so that we 
have a clearer and broader understanding of what holds women, and thus Rhode Island, back. 
Further, the report offers a glimpse of best practices that companies and organizations can 
engage in to ensure wage equity and equal representation of men and women in top leadership 
positions within the company and on their boards.  

We are very grateful to our Vision 2020 corporate committee members who have given countless 
hours to create the survey, collect, analyze and interpret the data and who are eager to engage 
in conversations in their work place, in their community and across the state. 

Our thanks to Kathryn Eleuterio, Women’s Fund of Rhode Island Intern and Women’s Fund of 
Rhode Island for making this report a reality.  

Susan Colantuono Marcia Coné

Co-Chairs, Vision 2020 Rhode Island 
Rhode Island State Delegates Vision 2020 National
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NATIONAL  
DELEGATES



>VTLU��3LHKLYZOPW�HUK�>HNLZ�YL]PL^Z�[OL�ÄUKPUNZ�VM�H�Z\Y]L`�JVUK\J[LK�^P[O����VM�
[OL�SHYNLZ[�UV[�HUK�MVY�WYVÄ[�I\ZPULZZLZ�PU�9OVKL�0ZSHUK�VU�PUP[PH[P]LZ�HUK�ILZ[�WYHJ[PJLZ�
that advance women—commitment to women’s leadership, advancement of women 
into senior leadership, wage equity and women on boards—and examines obstacles 
HUK�IHYYPLYZ�[V�HK]HUJPUN�^VTLU�PU[V�SLHKLYZOPW��;OL�ÄYZ[�YLWVY[�VM�P[Z�RPUK�PU�9OVKL�
Island, the information gathered is part of a growing effort and urgent need to build and 
strengthen our local businesses and advance the state’s economic development. The 
emphasis of this report is, in part, to highlight the disparities of women in leadership, but 
TVYL�ZV�[V�VMMLY�YLHS�ZVS\[PVUZ�[OYV\NO�[OL�ZOHYPUN�VM�ILZ[�WYHJ[PJLZ��6\Y�ZWLJPÄJ�HPT�
is to generate positive steps to help Rhode Island business be competitive and deliver 
results.  The advancement of women is an important and well-documented case for how 
to improve business and thus, the state economy.  

The report provides context for the relevance of the survey questions, the breakdown of 
[OL�YLZWVUZLZ�I`�MVY�HUK�UVUWYVÄ[�I\ZPULZZLZ�HUK�ZOHYLZ�YLJVTTLUKH[PVUZ�MVY�HJ[PVU�
IHZLK�VU�ILZ[�WYHJ[PJLZ���/LYL�PZ�H�Z\TTHY`�VM�[OL�RL`�ÄUKPUNZ�HUK�YLJVTTLUKH[PVUZ���

Though the data, at times, falls below where we would hope Rhode Island businesses 
could be there are some practices that are being utilized to advance women. The aim is 
not to criticize, but to understand the strengths and challenges in the Rhode Island  
business community and to use this data as benchmarks. The data can and should 
IL�\ZLK�I`�MVY�HUK�UVUWYVÄ[�SLHKLYZOPW��O\THU�YLZV\YJL�KLWHY[TLU[Z�HUK�IVHYKZ�[V�
engage in meaningful conversations on how to improve and advance women’s leader-
ZOPW�HUK�[OL�YLHS�ILULÄ[Z��ZOVY[�HUK�SVUN�[LYT��ÄUHUJPHS�HUK�^VYRMVYJL��VM�PU]LZ[PUN�PU�
women’s leadership and thus economic growth and security of our business sector. We 
invite our business sector to the table and urge them to participate in ongoing research 
to share successes and challenges as we work together to advance Rhode Island. 

  

 

EXECUTIVE SUMMARY

2



While a commitment from the most senior leader down to women’s advancement is critical  
MVY�^VTLU�[V�WYVNYLZZ�PU[V�ZLUPVY�SLHKLYZOPW�WVZP[PVUZ��ULP[OLY�UV[�UVY�MVY�WYVÄ[�I\ZPULZZ� 
YLZWVUKLU[Z�PUKPJH[L�[OL`�OH]L�JSLHYS`�KLÄULK�Z[YH[LNPLZ���

:OPM[PUN�MVY�HUK�UVUWYVÄ[�J\S[\YL�[V�IL�PUJS\ZP]L�VM�^VTLU»Z�HK]HUJLTLU[�HZ�WHY[�VM�JVYL� 
business mission, vision and strategy.

3LZZ�[OHU�OHSM�VM�MVY�WYVÄ[�YLZWVUKLU[Z�YLX\PYL�KP]LYZL�ZSH[LZ�VM�JHUKPKH[LZ�HUK�ULHYS`�OHSM�YLWVY[�
diverse slates are not required. 

Adopt diversity recruting and advancement practices to recruit, retain and advance diversity.

)V[O�MVY�HUK�UVUWYVÄ[�I\ZPULZZLZ�JVUK\J[�^HNL�LX\P[`�H\KP[Z�HUK�H�OPNO�WLYJLU[HNL��OH]L�
found and corrected inequities. 

Wage audits continue to be conducted as a regarular part of the human resource compensation 
HUHS`ZPZ�J`JSL�[V�LSPTPUH[L�[OL�^HNL�NHW�PU�MVY�HUK�UVUWYVÄ[�VYNHUPaH[PVUZ�

+P]LYZL�ZSH[LZ�VM�JHUKPKH[LZ�MVY�VWLU�IVHYK�WVZP[PVUZ�HYL�YLX\PYLK�I`�����VM�MVY�WYVÄ[�HUK� 
����VM�UVUWYVÄ[�JVTWHUPLZ���

Institute board diversity policies, include boardroom diversity as a board meeting agenda topic, 
HUK�HZR�ZLHYJO�ÄYTZ�[V�WYV]PKL�KP]LYZL�JHUKPKH[LZ��

����VM�MVY�WYVÄ[��HUK�����VM�UVUWYVÄ[�JVTWHUPLZ�Z[H[LK�[OLYL�^LYL�UV�VIZ[HJSLZ�[V�^VTLU»Z�
advancement yet women remain vastly underrepresented in leadership. 

Set targets, assign projects, and mentor and coach women into key operational positions  assist 
in advancing women in leadership positions.
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Commitment to Women’s Leadership >>>>>>>>>

Does your company 
OH]L�H�JSLHYS`�KLÄULK�
strategy/philosophy 
for the development 
of women into  
leadership roles?

Does your company’s 
diversity initiative 
have a focus on 
gender?

Does your company 
have goals for wom-
en’s advancement?

How are line  
managers held  
accountable for  
talent development,  
particularly for 
women?

FOR PROFIT NONPROFIT

FOR PROFIT NONPROFIT

23%
YES

77%
NO

1% YES

99%
NO

FOR PROFIT NONPROFIT

31%
NO

46%
N/A

23%
YES

37%
NO

13%
N/A

50%
YES

FOR PROFIT NONPROFIT

100% NO 100% NO

ACCOUNTABLE BUT NOT 
GENDER SPECIFIC 
NOT HELD ACCOUNTABLE
ASSEMENT/PERFORMANCE  
EVALUATION

TALENT DEVELOPMENT PROGRAMS
ASSEMENT/PERFORMANCE  
EVALUATION
NOT HELD ACCOUNTABLE

23%

39%

38%

57%

14%

29%
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WHY VISION 2020 ASKED

Women’s advancement is a business issue, a critical one!  Investing in women leads to short  
and long-term gains for individual companies and for our state economy.  According to several 
studies conducted by Catalyst, Inc., McKinsey & Company, and the Wall Street Journal  
Executive Task Force for Women in the Economy, companies with the highest representation 
VM�^VTLU�SLHKLYZ��J�Z\P[L��IVHYK�HUK�PU]LZ[VYZ��JVUZPZ[LU[S`�ÄUHUJPHSS`�V\[WLYMVYT�[OVZL�^P[O�
the lowest representation of women. Importantly, companies that had higher representation of 
women leaders at the top fared much better during the economic downturn. Companies that 
have increased representation of women in leadership roles fare better in good and bad times. 

Women are increasingly educated, skilled and seasoned with experience and knowledge in their 
YLZWLJ[P]L�ÄLSKZ��*VTWHUPLZ�[OH[�YLJY\P[��YL[HPU��HUK�HK]HUJL�^VTLU�V\[WLYMVYT�[OVZL�^P[O�SLZZ�
representation by an estimated 30%. Diversity of thought and experience is a good business 
Z[YH[LN`�[OH[�SLHKZ�[V�H�TVYL�KP]LYZL�HUK�WYVÄ[HISL�I\ZPULZZ���

WHAT VISION 2020 LEARNED

6]LY^OLSTPUNS �̀�ULP[OLY�UVUWYVÄ[�UVY�MVY�WYVÄ[�I\ZPULZZLZ�PU�9OVKL�0ZSHUK�OH]L�H�JSLHYS`� 
KLÄULK�Z[YH[LN`�VY�WOPSVZVWO`�MVY�[OL�KL]LSVWTLU[�VM�^VTLU�PU�SLHKLYZOPW�YVSLZ��)LZ[�WYHJ[PJLZ�
HTVUN�JVTWHUPLZ��IV[O�MVY�HUK�UVUWYVÄ[��PUKPJH[L�[OH[�H�JSLHYS`�KLÄULK�Z[YH[LN`�[OH[�PZ�HSPNULK�
with organization mission, vision and values are more likely to have women in leadership roles. 

/HSM�VM�UVUWYVÄ[�YLZWVUKLU[Z�PUKPJH[L�[OH[�[OLPY�I\ZPULZZ�KP]LYZP[`�PUP[PH[P]L�OHZ�H�NLUKLY�MVJ\Z�
while the remaining half indicate they do not focus on gender or do not have a diversity initiative.  
3LZZ�[OHU�H�X\HY[LY�VM�MVY�WYVÄ[�YLZWVUKLU[Z�PUKPJH[L�[OL`�OH]L�H�KP]LYZP[`�PUP[PH[P]L�[OH[�MVJ\ZLZ�
VU�NLUKLY���5LHYS`�OHSM��VY�����VM�MVY�WYVÄ[�YLZWVUKLU[Z�PUKPJH[L�[OL`�KV�UV[�OH]L�H�KP]LYZP[`�
initiative. 

0U[LYLZ[PUNS �̀�KLZWP[L�YLWVY[PUN�[OH[�ZWLJPÄJ�I\ZPULZZ�NVHSZ�[V^HYKZ�^VTLU»Z�HK]HUJLTLU[� 
^LYL�UV[�PU�WSHJL��IV[O�MVY�WYVÄ[�HUK�UVUWYVÄ[�YLZWVUKLU[Z�PUKPJH[LK�[OH[��[V�ZVTL�L_[LU[��SPUL�
managers are held accountable for talent development, particularly for women. Again, without 
stated goals towards the advancement of women or regular assessment of employee diversity 
PUJS\KPUN�NLUKLY��P[�^V\SK�IL�KPMÄJ\S[�[V�KL[LYTPUL�^OL[OLY�[OLZL�HJJV\U[HIPSP[`�TLHZ\YLZ�HYL�
actually moving more women toward promotion and into key leadership roles.  

>>>>>>>>>>>>>> Commitment >>>>>>>>>>>>>>
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RECOMMENDED ACTIONS

>OH[�`V\�WH`�H[[LU[PVU�[V�NYV^Z���,UZ\YPUN�`V\�OH]L�H�X\HSPÄLK��KP]LYZL�^VYRMVYJL�YLX\PYLZ�
[OV\NO[M\S�H[[LU[PVU��3HJRPUN�H�MVJ\Z�VU�KP]LYZP[ �̀�HUK�TVYL�ZWLJPÄJHSS �̀�NLUKLY�KP]LYZP[`�PM�`V\�
have such an initiative, it underscores the lack of representation of both genders in for and  
UVUWYVÄ[�I\ZPULZZ�SLHKLYZOPW��

>VTLU»Z�HK]HUJLTLU[�PZ�H�JYP[PJHS�I\ZPULZZ�PZZ\L"�`L[�ULP[OLY�UVUWYVÄ[�UVY�MVY�WYVÄ[�I\ZPULZZ�
YLZWVUKLU[Z�OH]L�NVHSZ�MVY�^VTLU»Z�HK]HUJLTLU[��0U�VYKLY�[V�H[[YHJ[�[OL�TVZ[�X\HSPÄLK� 
candidates, women must see company culture as one that is open and responsive to their  
skills, experiences, and leadership.  A fully engaged workforce is a competitive advantage and 
one that can only be obtained through promotion of an inclusive culture.   

An inclusive culture that promotes women’s advancement also ensures you have a workforce 
that fuels innovation and creates and provides goods, services and products that meet the 
needs of your consumer demographics. Consumer research shows that women make 80% 
of purchases in the household. As a pure business driver, the advancement and inclusion of 
women provides an important and knowledgeable link to consumers; retaining customers is  
critical to business success and sustainability.  

Businesses that have advancement programs for women demonstrate to women that they are 
interested in becoming an employer of choice.  If businesses want to expand their markets,  
retain customers and improve employee satisfaction, and thus performance as research  
indicates is correlated, then recruiting and retaining employees from all demographic groups  
is a business imperative. Having women represented throughout the organization, and  
especially in critical leadership roles, will allow Rhode Island businesses to position themselves 
as employers of choice beyond our state borders.

(�MVJ\Z�VU�ZOPM[PUN�MVY�WYVÄ[�HUK�UVUWYVÄ[�J\S[\YL�[V�IL�PUJS\ZP]L�VM�^VTLU�HK]HUJLTLU[�^V\SK�
require that all initiatives have aligned key messages and recommended leadership behaviors 
as part of their core business operations. Tracking of progress toward these objectives could 
IL�HSPNULK�^P[O�H�IHSHUJLK�ZJVYLJHYK�[OH[�[YHJRZ�I\ZPULZZ�HUK�ÄUHUJPHS�NVHSZ�^P[O�[OL�NVHSZ�VM�
growth and development of women. Establishment of both qualitative and quantitative measures 
for each division would allow leadership teams and managers to help map women’s paths to 
leadership which include assigning top clients, key sales opportunities and other high visibility 
roles.

In the United States some CEOs have wisely and courageously put a stake in the ground about 
women’s advancement. For example in 2010, Michel Landel very publicly stated that his goals is 
to get Sodexo to “23% to 25% female representation in its Top 300 by 2015, up from its current 
18%.” In Europe over 20 companies have made “declarations of voluntary targets” for gender 
equality and publicized them on the ERT website. At home and abroad companies invested in 
best practices for businesses in the 21st century are making women’s advancement a priority.  
It’s time to do the same here in Rhode Island. 

 

>>>>>>>>>>>>>>>>>>>>>>>Commitment
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>OLU�ÄSSPUN�ZLUPVY�
management  
positions, do you 
require recruiters to 
present a diverse 
slate of candidates 
(more women)?

How often in the last 
18 months have you 
been successful in 
presenting a diverse 
candidate slate  
for those senior  
positions?

If you do not require  
a diverse slate of  
candidates for  
executive positions 
at this time, is this 
something you be-
lieve your executives 
would consider?

Advancing Women into Senior Leadership >>>>>>

FOR PROFIT NONPROFIT

ALREADY HAVE DIVERSE SLATE 
YES
UNSURE

YES
ALREADY REQUIRED
UNSURE

FOR PROFIT NONPROFIT
46%

46%

8%

NOT REQUIRED
ON OCCASION 
YES

YES ALWAYS
ON OCCASION
NO

62%

13%

25%

FOR PROFIT NONPROFIT

OVER 50% OF THE TIME
LESS THAN 50% OF THE TIME
ANSWERED NO ABOVE
NO OPENINGS IN THE PAST  
18 MONTHS

OVER 50% OF THE TIME
ANSWERED NO ABOVE

8%

39%

15%

38%

75%

25%

46%

39%

15%

37%

50%

13%
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WHY VISION 2020 ASKED 

*VTWHUPLZ�VM[LU�\ZL�[OL�L_J\ZL�[OH[�[OL`�JHU»[�ÄUK�^VTLU�[V�ZLY]L�PU�[OLPY�SLHKLYZOPW� 
positions yet do nothing to remove the obstacles to retaining and advancing women. Women 
currently make up 48% of the workforce in Rhode Island and many women can be found in entry 
and mid level management positions. When we look at the top levels of management here in 
9OVKL�0ZSHUK�^L�JHU�WVPU[�[V�]LY`�ML^�MLTHSL�*,6Z"�L_LJ\[P]L�VMÄJLYZ�OV]LY�H[�ZVTL^OLYL�Q\Z[�
HIV]L�����HUK�IVHYK�ZLH[Z�HYL�ÄSSLK�I`�H�ZSPT������(KK�YHJPHS�HUK�L[OUPJ�KP]LYZP[`�VM�^VTLU�
to the analysis and the numbers plummet. We know that commitment to diverse slates of  
candidates that include gender increases the opportunities for advancement in leadership  
(c-suite, and board). Without a commitment that is measureable and accountable, companies  
KV�UV[�JHZ[�H�IYVHK�UL[�[V�ÄUK�KP]LYZL�JHUKPKH[LZ���

WHAT WE LEARNED  

3LZZ�[OHU�OHSM�VM�[OL�YLZWVUKLU[Z�PU�[OL�MVY�WYVÄ[�ZLJ[VY�PUKPJH[L�[OH[�[OL`�YLX\PYL�[OH[�[OLPY�
recruiters/Human Resource departments to present a diverse slate of candidates that include 
^VTLU��^OPSL�����VM�UVUWYVÄ[�YLZWVUKLU[Z�YLWVY[�[OH[�[OL`�YLX\PYL�KP]LYZL�ZSH[LZ�[OH[�PUJS\KL�
^VTLU���7LYOHWZ�TVZ[�HZ[VUPZOPUN�PZ�[OH[�����VM�MVY�WYVÄ[�YLZWVUKLU[Z�PUKPJH[L�[OH[�KP]LYZL�
slates are not required. 

5VUWYVÄ[�JVTWHUPLZ�YLWVY[�Z\JJLZZ�PU�WYLZLU[PUN�H�KP]LYZL�ZSH[L�VM�JHUKPKH[LZ�MVY�L_LJ\[P]L� 
WVZP[PVUZ��������VM�[OL�[PTL�^OPSL�MVY�WYVÄ[�JVTWHUPLZ�SHN�ILOPUK�WYLZLU[PUN�H�KP]LYZL�ZSH[L�
SLZZ�[OHU�����VM�[OL�[PTL��)V[O�MVY�HUK�UVUWYVÄ[�JVTWHUPLZ�PUKPJH[L�[OH[�[OL`�HYL�HSYLHK`�
committed to the practice or are willing to commit to the practice of presenting diverse slates. 
Despite the use of diverse slates or willingness to engage in best practice for increasing  
KP]LYZP[`�^P[OV\[�JSLHYS`�KLÄULK�NVHSZ�HUK�TLHZ\YLZ��JVTWHUPLZ�PU�9OVKL�0ZSHUK�HYL�UV[� 
advancing women into top leadership positions. Their inability to recruit and retain a diverse 
^VYRMVYJL�TLHUZ�ML^LY�WYVÄ[HISL�I\ZPULZZLZ�PU�9OVKL�0ZSHUK��

>>>>>>>>>>>> Senior Leadership >>>>>>>>>>>>
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RECOMMENDED ACTIONS

Diverse Workplace Inc., Stepping Up to Diversity Recruiting offers ten diversity recruiting steps 
that, if adopted will help companies, recruit, retain and advance diversity.  

1 Clear Business Mandate

2 Diversity Recruiting Tied to Business Goals

3 Planned Processes

4 Eliminate Obstacles

5 Assign Best and Respected Leaders

6 Cultural Competence

7 Cast a Broad Net

8 Timely Feedback

9 Effective Retention Programs 

10 Share diversity successes

>>>>>>>>>>>>>>>>>>>>>>>> Senior Leadership  

The Wall Street Journal Task Force on Women shares the following toolkit:

It Starts at the Top: Engaging the C-Suite

1 Enlarge Strategy Meetings. Include emerging midlevel leaders, including 50% 
women, and provide opportunities to collaborate and make presentations.

2 Set Goals and Measure. Hold senior managers accountable by tying promotion 
and compensation to meeting diversity goals and requiring regular reports to  
the board.

3 Audit the Culture. Examine assumptions about how women leaders are  
“supposed to behave,” and help managers understand the view from  
women’s seats.

4 Sponsor from the Top. Have senior vice presidents and other top leaders,  
rather than direct managers, nominate diverse talent for leadership development 
and visible roles.

9



Does your Human 
Resource function 
conduct wage equity 
audits that look for 
inequities in compen-
sation between men 
and women at the 
same level/position?

Please indicate the 
results of your audits.

Wage Equity >>>>>>>>>>>>>>>>>>>>>>>>>>>>>

WHY VISION 2020 ASKED 

While the size of the wage gap has diminished over the past four decades, the gap persists 
HJYVZZ�MVY�HUK�UVUWYVÄ[�ZLJ[VYZ��;OL�>(.,�7YVQLJ[�LZ[PTH[LZ�[OH[�V]LY�[OL�JV\YZL�VM�OLY�SPML�
a high school graduate will lose $700,000 in earnings, a college graduate $1.2 million and a 
woman with a graduate degree nearly $2 million.

;OL�PTWSPJH[PVUZ�MVY�[OL�^VTLU�VM�9OVKL�0ZSHUK�HUK�[OLPY�MHTPSPLZ�HYL�ZPNUPÄJHU[��5H[PVU^PKL��
four out of ten women are equal or main breadwinners for their families. These lost earnings  
impact the well being of not only the women, but also entire families. And because future  
security in the form of pensions or other retirement vehicles depends on compensation, the 
wage gap threatens women’s security in old age.

The Institute for Women’s Policy Research estimates that at the current slow rate of closure,  
it will take nearly another 50 years (estimate is 2056) for women to reach pay equity.

25%

FOR PROFIT NONPROFIT

FOR PROFIT NONPROFIT

31%

NO
ONE TIME 
YES ANNUALLY
LESS OFTEN THAN EVERY 
OTHER YEAR

YES ANNUALLY
YES EVERY OTHER YEAR
YES, LESS OFTEN THAN EVERY 
OTHER YEAR

7%

31%

31%

72%

14%

14%

39%

31%

15%

15%

WE HAVE ON OCCASION  
MADE ADJUSTMENTS
WE HAVE RARELY MADE  
ADJUSTMENTS
WE HAVE NEVER FOUND INEQUITIES
WE DO NOT HAVE WAGE  
EQUITY AUDITS

MADE ADJUSTMENT ON OCCASION
NEVER FOUND INEQUITIES
WE HAVE NOT DONE AUDITS

50%

38%

12%
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>>>>>>>>>>>>>>>>>>>>>>>>>>>>>>>>> Wage

WHAT VISION 2020 LEARNED

Organizations are aware of and actively work to diminish the wage gap. Seventy percent of  
MVY�WYVÄ[�YLZWVUKLU[Z�VM�V\Y�Z\Y]L`�OH]L�JVUK\J[LK�Z\JO�H�Z[\K`�HUK�����JVUK\J[�[OLT� 
HUU\HSS �̀��<UMVY[\UH[LS �̀�����VM�[OL�MVY�WYVÄ[�YLZWVUKLU[Z�KV�UV[�JVUK\J[�^HNL�LX\P[`�H\KP[Z��

6M�[OL�UVUWYVÄ[�YLZWVUKLU[Z������OH]L�JVUK\J[LK�Z\JO�Z[\KPLZ�^P[O�����JVUK\J[PUN�[OLT�
annually or every other year.

;OLYL�PZ�ZPNUPÄJHU[�JVU[YV]LYZ`�HIV\[�^OL[OLY�[OL�^HNL�NHW�PZ�MHJ[�VY�ÄJ[PVU��6\Y�KH[H�Z\NNLZ[Z�
[OH[�VYNHUPaH[PVUZ�YLJVNUPaL�P[�HZ�MHJ[��;OPY[`�UPUL�WLYJLU[��� ���VM�MVY�WYVÄ[�YLZWVUKLU[Z�HUK�
����VM�UVUWYVÄ[�YLZWVUKLU[Z�OH]L�MV\UK�HUK�JVYYLJ[LK�PULX\P[PLZ��6US`�����OH]L�UL]LY�VY�
YHYLS`�MV\UK�PULX\P[PLZ��;OPZ�U\TILY�PZ�OPNOLY�HTVUN�UVUWYVÄ[�VYNHUPaH[PVUZ�^OLYL�����OH]L�
made adjustments on occasion.

RECOMMENDATIONS FOR ACTION

Since the 1970s, organizations have conducted analyses of compensation to determine pay 
equity for women and men performing in the same positions (with similar tenure and perfor-
mance). Today’s sophisticated Human Resource information systems make it easier than ever 
to conduct such wage equity audits. Making these audits a regular part of HR’s compensation 
HUHS`ZPZ�J`JSL�^V\SK�LUZ\YL�[OH[�[OL�^HNL�NHW�PU�MVY��HUK�UVUWYVÄ[�VYNHUPaH[PVUZ�PZ�LSPTPUH[LK�
well before 2056.

Because research indicates that at many levels women don’t negotiate for compensation and 
ILULÄ[Z�HZ�LMMLJ[P]LS`�HZ�TLU��[OLYL�PZ�H�ULLK�MVY�LK\JH[PVU�HUK�ZRPSS�I\PSKPUN�PU�[OPZ�HYLH��;OL�
WAGE Project has taken the lead in this area. They have partnered with college and universities 
to develop the $tart $mart program for women entering the workforce and are developing other 
programs for working women, women re-entering the workforce and women in the trades. We 
recommend that a program be developed for and made available to women in Rhode Island who 
are hired or promoted into executive positions where employment contracts are common.
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Women on Boards >>>>>>>>>>>>>>>>>>>>>>>>

If your company has 
a board, is the search 
committee expected 
to present a diverse 
slate of candidates 
for open director 
positions?

If you answered yes 
above, was a diverse 
slate of candidates 
presented for the 
most recent open 
position?

WE DON’T HAVE THIS REQUIRE-
MENT AT THIS TIME
OCCASIONALLY
YES, ALWAYS
DON’T KNOW

FOR PROFIT NONPROFIT
38%

8%

46%

8%

37%

25%

38%

FOR PROFIT

16%

33%

41% 10%

NONPROFIT

80%

20%

OCCASIONALLY
NOT REQUIRED
YES, ALWAYS

A DIVERSE SLATE WAS  
PRESENTED FOR EACH OPEN 
DIRECTOR POSITION
DIVERSE SLATE PRESENTED  
FOR LESS THAN 50% OF OPEN 
POSITIONS
WE DON’T REQUIRE A  
DIVERSE SLATE
DON’T KNOW

YES, FOR EACH DIRECTOR POSITION
YES, OVER 50% OF THE TIME

12



WHY VISION 2020 ASKED

9LZLHYJO�I`�*H[HS`Z[�OHZ�MV\UK�OPNOLY�ÄUHUJPHS�WLYMVYTHUJL�MVY�JVTWHUPLZ�^P[O�OPNOLY� 
representation of women board directors in three important measures:

�� 9L[\YU�VU�,X\P[`!�6U�H]LYHNL��JVTWHUPLZ�^P[O�[OL�OPNOLZ[�WLYJLU[HNLZ�VM�^VTLU�IVHYK�
directors outperformed those with the least by 53 percent.

�� 9L[\YU�VU�:HSLZ!�6U�H]LYHNL��JVTWHUPLZ�^P[O�[OL�OPNOLZ[�WLYJLU[HNLZ�VM�^VTLU�IVHYK� 
directors outperformed those with the least by 42 percent.

�� 9L[\YU�VU�0U]LZ[LK�*HWP[HS!�6U�H]LYHNL��JVTWHUPLZ�^P[O�[OL�OPNOLZ[�WLYJLU[HNLZ�VM�^VTLU�
board directors outperformed those with the least by 66 percent.

The correlations are found across industries—from consumer discretionary to information  
technology.

0U�HKKP[PVU��[OL�WLYJLU[HNL�VM�^VTLU�KPYLJ[VYZ�PZ�H�WYLKPJ[VY�VM�^VTLU�JVYWVYH[L�VMÄJLYZ�� 
;OLPY�PUÅ\LUJL�PUJYLHZLZ�[OL�WLYJLU[HNL�VM�SPUL�WVZP[PVUZ�OLSK�I`�^VTLU�[OLYLI`�PUÅ\LUJPUN�
PUJYLHZLK�U\TILYZ�VM�^VTLU�JVYWVYH[L�VMÄJLYZ�

Women on corporate boards are also correlated with good governance. A Canadian study by 
The Conference Board found that more gender-balanced boards tended to: 

�� 7H`�TVYL�H[[LU[PVU�[V�H\KP[�HUK�YPZR�V]LYZPNO[�HUK�JVU[YVS

�� 4VYL�VM[LU�JVUZPKLY�[OL�ULLKZ�VM�TVYL�JH[LNVYPLZ�VM�Z[HRLOVSKLYZ

�� ,_HTPUL�H�^PKLY�YHUNL�VM�THUHNLTLU[�HUK�VYNHUPaH[PVUHS�WLYMVYTHUJL

��  ���VM�IVHYKZ�^P[O�[OYLL�VY�TVYL�^VTLU��JVTWHYLK�[V�����VM�HSS�THSL�IVHYKZ��PUZPZ[�VU�
JVUÅPJ[�VM�PU[LYLZ[�N\PKLSPULZ�

It also found that:

�� ����VM�IVHYKZ�^P[O�[^V�VY�TVYL�^VTLU�JVUK\J[�MVYTHS�IVHYK�WLYMVYTHUJL�L]HS\H[PVUZ��^OPSL�
only 49% of all-male boards do

�� *VTWHUPLZ�[OH[�WYV]PKL�IVHYKZ�VM�KPYLJ[VYZ�^P[O�MVYTHS��^YP[[LU�SPTP[Z�[V�H\[OVYP[`�OH]L�H�
greater percentage of women directors than do organizations with no formal limits to authority

�� 6YNHUPaH[PVUZ�[OH[�WYV]PKL�IVHYKZ�VM�KPYLJ[VYZ�^P[O�MVYTHS�VYPLU[H[PVU�WYVNYHTZ�OH]L�H�NYLH[LY�
percentage of women directors than do organizations with no such program.

>>>>>>>>>>>>>>>> Boards >>>>>>>>>>>>>>>>
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>>>>>>>>>>>>>>>>>>>>>>>>>>>>>>>>> Boards 

More recently, Credit Suisse bank conducted a study that, “in a like-for-like comparison, companies  
with at least one woman on the board would have outperformed stocks with no women on 
the board by 26 percent over the course of the last 6 years.” In other words, through relatively 
prosperous times and over a period of grave economic decline, companies with more women on 
their boards did better.i

>OPSL�^L�YLJVNUPaL�[OH[�JVYYLSH[PVU�PZU»[�JH\ZH[PVU��[OLZL�ÄUKPUNZ�ZLLT�[V�PUKPJH[L�[OH[� 
companies that get it right about placing women on boards are well-enough run to perform 
above the norm.

Controversy abounds over whether nations should set quotas or goals for the percentages of 
women on boards. Recognizing that this is a highly unlikely course of action in the United States, 
the next most practical strategy for getting more women onto corporate boards is for the search 
committees to require diverse slates of candidates.

WHAT VISION 2020 LEARNED

(TVUN�[OL�YLZWVUKLU[Z��MVY[`�ZP_�WLYJLU[�������VM�MVY�WYVÄ[�JVTWHUPLZ�HUK�����VM�UVUWYVÄ[Z�
require diverse slates of candidates for board positions.

(TVUN�[OL�UVUWYVÄ[Z�������^LYL�HISL�[V�VMMLY�H�KP]LYZL�ZSH[L�VM�JHUKPKH[LZ�MVY�L]LY`�VWLU�
board position (80%) or over half the time (20%). Compiling a diverse slate has been more of a 
JOHSSLUNL�PU�[OL�MVY�WYVÄ[�HYLUH�^OLYL�[OL`�^LYL�WYLZLU[LK�VUS`�����VM�[OL�[PTL�

RECOMMENDATIONS FOR ACTION

A recent study released by Corporate Board Member and Spencer Stuart found that a majority 
(75%) of corporate boards in the US are taking a broad range of actions to promote diversity in 
the boardroom. Most are focused on this through their own initiative, not because of shareholder 
pressure.

The three most common diversity initiatives are:

���(ZRPUN�ZLHYJO�ÄYTZ�[V�WYV]PKL�KP]LYZL�JHUKPKH[LZ�������

2. Pro-actively including boardroom diversity as a board meeting agenda topic (56.5%).

3. Instituting a board diversity policy (50%).  

Only 42% REQUIRED a diverse slate of candidate for every open board seat.  

Rhode Island companies require diverse slates at a rate similar to that found in this study. If more 
JVTWHUPLZ�PUZ[P[\[L�HUK�JVTT\UPJH[L�[OPZ�YLX\PYLTLU[�[V�[OLPY�ZLHYJO�ÄYTZ��[OL�SPRLSPOVVK�VM�
more women joining corporate boards will increase.
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WHY VISION 2020 ASKED

In 2010, the World Economic Forum reported “there is a statistical correlation between gender 
equality and the level of development of countries as measured by GDP and competitiveness.” 
(One of their measures of gender equality is percentages of women in senior positions in  
organizations and on boards.) And study after study for the past two decades have pointed to a 
strong correlation between women in leadership and organizational performance.

�� 0U�1\S`������<:(�;VKH`�YLWVY[LK�¸-VY[\UL�����JVTWHUPLZ�[OH[�OHK�H�^VTHU�H[�[OL�OLST� 
for all of 2009 were up an average 50%.” And according to Forbes, “as a group they  
outperformed the overall market–companies dominated by male chief executives–by 28%,  
on average, and topped their respective industries by 15% [in 2010].”

�� 5(:+(8�JVT�YLWVY[LK�[OL�ZHTL�HIV\[�[OL�WLYPVK�MYVT�1HU\HY`�¶�5V]LTILY�������¸>L»]L�
compared the performance of the current Fortune 500 companies with women CEOs to the 
S&P500 performance and their industry competitors from the start of the calendar year to 
present. Correlation and causation aside, the trend holds true: women have been ruling the 
stock market.”ii

What are the greatest 
obstacles your  
organization faces in 
advancing women into 
leadership roles?

Advancing Women into Leadership >>>>>>>>>>>

FOR PROFIT NONPROFIT

PROMOTING FROM WITHIN
NONE
LACK OF POSITION OPENINGS IN 
TOP POSITITIONS
PROMOTING FROM WITHIN
KEEPING SENIOR MANAGEMENT 
TEAM FOCUSED
LACK OF SUFFICIENT  
PREPARATION LINE ROLES
PREDOMINENTLY MALE INDUSTRY

NONE
LACK OF QUALIFIED CANDIDATES
UNDEFINED GOALS/LACK  
OF COMMITMENT
LONGEVITY IN SENIOR ROLES

11%

11%
22%

22% 23%

11%

57%

15% 14%

14%

ii. https://infocus.credit-suisse.com/app/article/index.cfm?fuseaction=OpenArticle&aoid=360157&coid=284071&lang=en
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Findings such as these would seem to be a clarion call for solving the problem of how to get 
TVYL�^VTLU�PU[V�SLHKLYZOPW��-VY�[OVZL�JVTWHUPLZ�[OH[�ZVS]L�[OL�JOHSSLUNL��[OLYL�HYL�ILULÄ[Z�[V�
be gained. 

�� ;OL�3VUKVU�)\ZPULZZ�:JOVVS�YLWVY[Z�[OH[�H[�H�JYP[PJHS�THZZ�VM�����^VTLU�PU�ZLUPVY�WVZP[PVUZ��
companies begin to create cultures supportive of women’s advancement.

�� *VYWVYH[L�>VTLU�+PYLJ[VYZ�0U[LYUH[PVUHS�YLWVY[Z�PU������[OH[�JVTWHUPLZ�^P[O�^VTLU�*,6Z�
have 22.3% women on their boards compared to 9.8% average representation of women on 
the boards of blue chip companies in the countries included in the study. This pattern holds in 
all regions no matter which country or what size company.

�� (SZV�MYVT�*>+0��^VTLU�SLK�JVTWHUPLZ�OH]L�H�OPNOLY�WLYJLU[HNL�VM�^VTLU�PU�ZLUPVY� 
management at 24.3% than the average representation of women in executive roles in peer 
companies (12.2%). Again, while rates of increase may differ, this same pattern holds for the 
majority of companies with women at the helm in all regions of the world.iii

But the overall percentages of women in leadership hovers around 18% across 10 sectors  
PUJS\KPUN�I\ZPULZZ��������HJHKLTPH�������HUK�UVUWYVÄ[�������HUK�^L�OLHY�V]LY�HUK�V]LY�HIV\[�
barriers to change. 

WHAT VISION 2020 LEARNED

6U�[OPZ�X\LZ[PVU��[OLYL�PZ�Z\IZ[HU[PHS�KPMMLYLUJL�IL[^LLU�[OL�UVU��HUK�MVY�WYVÄ[�YLZWVUKLU[Z�

(�THQVYP[`�VM�UVUWYVÄ[�VYNHUPaH[PVUZ�������YLWVY[�[OH[�[OLYL�HYL�UV�ZPNUPÄJHU[�VIZ[HJSLZ�[V�
women’s advancement. Three obstacles were cited at about the same level:

�� 3HJR�VM�X\HSPÄLK�JHUKPKH[LZ������

�� 3HJR�VM�JVTTP[TLU[�[V�VY�NVHSZ�MVY�^VTLU»Z�HK]HUJLTLU[������

�� 3V^�[\YUV]LY�VM�ZLUPVY�THUHNLYZ������

(TVUN�[OL�MVY�WYVÄ[�VYNHUPaH[PVUZ��VUS`�����HZZLY[LK�[OH[�[OLYL�^LYL�UV�VIZ[HJSLZ�[V�^VTLU»Z�
advancement. 

;OL�VIZ[HJSLZ�TVZ[�JVTTVUS`�JP[LK�I`�[OL�MVY�WYVÄ[�YLZWVUKLU[Z�^LYL!

�� ;OL�PUK\Z[Y`�PZ�WYLKVTPUHU[S`�THSL��PTWS`PUN�[OH[�[OLYL�HYLU»[�LUV\NO�^VTLU�PU�[OL�[HSLU[�
pipeline) (22%)

�� 7YVTV[PUN�MYVT�^P[OPU�PZ�KPMÄJ\S[��HNHPU�\UKLYZJVYPUN�[OL�PTWSPJH[PVU�[OH[�[OLYL�HYLU»[�LUV\NO�
women in the talent pipeline) (22%)

�� >VTLU»Z�SHJR�VM�Z\MÄJPLU[�WYLWHYH[PVU�PU�SPUL�YVSLZ��SHJR�VM�VWLU�WVZP[PVUZ�H[�[OL�[VW�HUK�SHJR�
of focus of senior managers (each cited at 11%).

>>>>>>>>>>>>>>> Leadership >>>>>>>>>>>>>>> 
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RECOMMENDATIONS FOR ACTION

,HJO�KPMMLYLU[�IHYYPLY�YLX\PYLZ�P[Z�V^U�ZWLJPÄJ�YLTLK �̀�/LYL�HYL�ZL]LYHS�YLJVTTLUKH[PVUZ�[V�
help organizations overcome barriers that they struggle with.

SET TARGETS.

The remedy for lack of commitment, goals or focus is to set targets.

In Europe, 23 CEOs have made a public commitment to targets for women’s advancement. In 
the U.S. a few CEOs such as Michel Landel of Sodexo have publicly committed to targets  
(23% to 25% female representation in its Top 300 by 2015, up from its current 18%). 

What we measure is what we get and to eventually move a critical mass of women into  
leadership, organizations will have to become more serious about voluntarily setting targets. 

FUEL THE PIPELINE.

In some professions and industries there are relatively few women in the pipeline. Forward  
thinking organizations get actively involved in fueling the pipeline well before the college  
recruiting fair. 

This is especially true for STEM professions (Science, Technology, Engineering and Math)  
where organizations send men and women into elementary, junior and high school classrooms  
to encourage girls and boys to discover the exciting work that awaits them in these professions.

SPECIAL PROJECTS.

6UL�Z[YH[LN`�MVY�HKKYLZZPUN�SV^�[\YUV]LY��SHJR�VM�X\HSPÄLK�JHUKPKH[LZ�VY�SHJR�VM�VWLUPUNZ�PU� 
senior positions is to assign special projects to ensure that women have the skills and  
experiences necessary to step into positions once they open up. Special project assignments—
especially those that have strategic implications for the organization—are an important way  
[V�KV�[OPZ��<ZL�VM�[OLZL�WYVQLJ[Z�JHU�WYV]PKL�^VTLU�^P[O�[OL�I\ZPULZZ��Z[YH[LNPJ�HUK�ÄUHUJPHS�
acumen as well as a broad view of the organization, all of which required to succeed in the  
C-suite or other executive positions.

MENTOR AND COACH WOMEN INTO LINE POSITIONS.

>VTLU�HYL�VM[LU�L_JS\KLK�MYVT�ZLUPVY�WVZP[PVUZ�ILJH\ZL�[OL`�SHJR�Z\MÄJPLU[�L_WLYPLUJL�PU�SPUL�
functions. This is a serious issue and one that can be addressed by mentoring and coaching 
women into key operational positions (i.e. manufacturing, sales, R&D). 

It’s much more common for women who demonstrate leadership skills to be mentored into staff 
functions such as HR. And for women themselves to think that if they’re “good with people” they 
belong in these functions. 

SERIOUS SUCCESSION PLANNING

0M�^VTLU�KVU»[�OH]L�[OL�X\HSPÄJH[PVUZ�[V�ÄSS�ZLUPVY�WVZP[PVUZ��VUL�YLTLK`�PZ�H�Z\JJLZZPVU�WSHUUPUN�
process that provides direct feedback on needed skills and supports women in acquiring them. 

>>>>>>>>>>>>>>>>>>>>>>>>>>>>>> Leadership
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The survey instrument was developed by the Vision 2020 subcommittee on  
Business whose members represent Senior Level Management in Human Resource, 
*VTT\UPJH[PVUZ�HUK�+P]LYZP[`�MYVT�[OL�MVY�HUK�UVUWYVÄ[�ZLJ[VYZ��;OL�Z\Y]L`� 
highlights tenets from the literature on women’s leadership and advancement to 
ensure the questions are grounded in best practice and thus, lend to their validity.  
Questions in the survey align with research conducted by well-respected  
organizations leading the national discussion on women’s advancement, such  
as McKinsey, Catalyst, Inc., Institute for Women’s Research, The World Economic 
Forum among others. 

=PZPVU������JVTWPSLK�H�SPZ[�VM�UVU�HUK�MVY�WYVÄ[�JVTWHUPLZ�[OH[�^LYL�HTVUN�[OL�
largest employers in Rhode Island. Members of the Vision 2020 subcommittee on 
Business reached out to their Human Resource colleagues with an invitation to  
YLWS`�[V�H�JVUÄKLU[PHS�VUSPUL�Z\Y]L �̀�;OL�KLZJYPW[P]L�Z[H[PZ[PJZ�JVU[HPULK�PU�[OL� 
report are based on 22 responses from Rhode Island companies, of which 13 were 
MVY�WYVÄ[�HUK� �^LYL�UVUWYVÄ[���

Aggregate data analysis was conducted by a Research and Communications Intern 
at the Women’s Fund of Rhode Island and Vision 2020 Delegates, Susan Colantuono 
and Marcia Coné, provided the data interpretation and conducted a review of best 
practices. The compilation of this data was edited and reviewed by the Vision 2020 
Subcommittee on Business.  

METHODOLOGY
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QUESTION 1& 2
Business Case for Gender Equality, Women to The Top.  
http://www.women2top.net/uk/thatswhy.
UC Davis Study of CA Women Business Leaders  http://
www.forbes.com/2010/02/10/sodexo-executives-manage-
ment-forbes-woman-leadership-michel-landel.html 

QUESTION 3
Women’s Advancement Issue III – December, 2008 Com-
piled by Meredith Ross Boston College Center for Work & 
Family

QUESTION 4
Benchmarking Women’s Leadership by the White House 
Project)
STEPPING UP TO DIVERSITY RECRUITING:  CHAPTER 8 
TEN KEYS TO DIVERSITY RECRUITING © Copyright 
Diverse Workplace Inc. 2003 http://www.ert.eu/women/

QUESTION 5,6 & 7
Diverse Workplace Inc., Stepping Up to Diversity Recruit-
ing It Starts at the Top: Engaging the C-Suite

QUESTIONS 8 & 9

http://www.catalyst.org/publication/217/womens-earn-
ings-and-income

http://www.iwpr.org/initiatives/pay-equity-and-discrimina-
tion/

O[[W!��^^ �̂^HNLWYVQLJ[�VYN�ÄSLZ�JVZ[Z�WOW

QUESTIONS 10 & 11
http://www.catalyst.org/press-release/73/companies-with-
TVYL�^VTLU�IVHYK�KPYLJ[VYZ�L_WLYPLUJL�OPNOLY�ÄUHUJPHS�
performance-according-to-latest-catalyst-bottom-line-
report
Women on Boards: Not Just the Right Thing ... But the 
‘Bright’ Thing , The Conference Board of Canada, June 
2002 

http://www.bizjournals.com/prnewswire/press_releas-
es/2012/07/17/NY41495

Sources
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Vision 2020 Rhode Island
Corporate Sub Committee Members

Reneé Aloisio

Lisa Bergeron

Cheryl Burrell

Stephanie Chamberlin

Chris Deignan

Carmen Diaz Jusino

Jyothi Ganesh

Cheryl Haynes

Kate Kennedy

Stephanie Ledoux

=HSLYPL�3P[[SLÄLSK

Linda Lulli

Jean Pelletier

Angela Wiczek
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We believe that a healthy, vibrant 
state and economy require the 
engagement and access of all 
its citizens to representation and 
economic security. 
                                –Susan Colantuono & Marcia Coné




