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The Current Study

BEA MICHIGAN
ROSS SCHOOL OF BUSINESS
= Data collection: March/April 2018 &)
, . . d A
* Forté database of alumni; sponsor schools; UNIVERSITY OF ;|||||;U i
Consortium MENDOZA DARDEN SCHOOL OF BUSINESS
COLLEGE OF BUSINESS
> At least 1 respondent from 58 of the 59 schools
iIncluded in the study @ ROBERT H. SMITH
s SCHOOL OF BUSINESS
These schools/programs had /
over 25 respondents each NYU |STERN
THANK YOU! m UNC
KENAN-FLAGLER
BUSINESS SCHOOL
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900 total respondents (grads from
2005 to 2017)

69% female, 31% male

46% non-Hispanic white; 21%
Black, African American, Latin or
Hispanic American

Work experience

> 5.43 Years Pre-MBA (Men: 5.3
years; Women: 5.5 years

> 5.64 Years Post-MBA (Men: 89.5% of respondents live in the U.S.
6.6; Women: 5.1)

11.5% live in 35 other countries
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Industries

The percentage of women

20% 17 %8/56 18. :?7/50 b d h
18% 16.5% outnumbered the

6% percentage of men working
14% . . :
12%‘; 3o 115%  11.5% in Financial Services, CPG,
10% 9.4% Healthcare, Retail, Non-

8% 6.6% 8o, Profit, Media, and

Zrﬁ’ 369 o 49% 4.0%5/ 3.7% Hospitality

° 8 3% 5% 2.2%,
29 I 1.8 II Il L3l 15%" 0.94A% il/?m
0% N mE -H NN There are two industries
\.\\&% \oqo \.&\Q o° '&9 é@\ < @)\{\ Q}@\ & Q>\'°\ ‘;.0@ where men significantly
\ . .
A A I I - S N & LS outnumber women:
< O ) < O .
fbog\’b & C & c,’b"\b 5 S & & T & Consulting and
. (o X » . .
<& PAMBIRS & & Manufacturing
(,}\»@ \QﬁO \<<’° QOK
OQ & 6\% fbo(o
C & R\ Q8
N
&

®m Men W Women
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Functions

30%
25%

5% 24%
20% 19%  1g9 Women significantly
16% 6% 6% 6% outnumber men in
15% Marketing and Human
. Resources, while men
10% 7% '
‘o, outnumber women in
- 5% a4y 4% P N Finance, General
396537 3%, o :
I II 1% ll I 19%41% Management, Consulting,
0% - and IT
<& > & o < )
& & & ¢ ¢ & &
E & ¢ o S 9 & >
A < 5 & xS & S RS
\} o oY S ,\?}' & Y
N \© Q &
> o O N\
N .0(\ Q‘}' ‘z\\\
N S &
3 o &
R &

®m Men ®W Women
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Part 1: Overall Career Outcomes of Women and
Men MBA Graduates




Extrinsic and Intrinsic Career Qutcomes

e Compensation

e # of Promotions

e # of Direct Reports

e Level of the Organization

Extrinsic

e Career Satisfaction — 6 measures

e Assessment of Success — 4 measures
e Self-Concept — 3 measures

e Perceptions of the MBA ROI

Intrinsic
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Compensation: All Men/Women

Men earned more than women at

each juncture Compensation: Pre-MBA, Post-MBA, Current
$250,000

Notably, the gap widens from pre-
MBA to first post-MBA to current (on $200,000 >211,800
average, women earned 97% of
what their male counterparts earned $150,000 $152,806
for pre-MBA; that gap widens to 39% *
90% for first post-MBA, apd 72% for £100,000 $109,713
current compensation, adjusted for 569,478 119% *
years of experience) $50,000 567,395

: 3%
Despite these gaps, the data show a %0
definite ROI from the MBA: 63% Pre-MBA Post-MBA Current
increase for women from last pre- Men Women
MBA to first post-MBA; 76% for men

Note: Outliers removed in the analysis *p < .01
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Minority vs. Non-Minority

= Slides 12-14 provide data on compensation differences between
US minorities (African American, Hispanic/Latin American, and
Native American) as compared to all other US. International MBA
graduates living and working in the US or other countries were
not included in this portion of the analysis.




Compensation: US Minority vs. Non-Minority

All US Minority vs. Non-Minority

$200,000
$180,000 $182,192
The data show that non-minority $160,000 $163,236
women and men are earning more than
: e 5140,000 $117,834 12%
their peers who classified themselves
. . $120,000
as Black/African American,
Hispanic/Latin American, or Native 100,000 $71,294 101,505 N
American at each juncture. It is $80,000 16%
important to note that the gap in $60,000
current compensation was not found to $57,640
" e $40,000 e
be statistically significant. 24%
$20,000
S0
Pre-MBA Post-MBA Current
—eo—Non-Minority =—e=Minority
*p<.01
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Compensation: US Minority vs. Non-Minority (Women vs.

Men)

The data show that non-minority
women and men are earning more than
their peers who classified themselves
as Black/African American,
Hispanic/Latin American, or Native

American. However, the MBA is clearly
shown to reduce the gap for first-post
MBA compensation. For women, the
gap continues to narrow for current
compensation — the 7% gap is not
statistically significant.

$250,000
$224,595

$200,000 $183,779

$158,871
$150,000
$126,515

$148,006
$113,059
105,2
$100,000 2105,256 $98,724
$57,081 $58,054
390000 (a ) Caox ) Camy  Camy Casw ) (%
SO

Pre-MBA * Post-MBA *  Current**  pre-MBA¥* post-MBA ¥ current
Men Women

B Non-Minority B Minority
Note: Outliers removed in the analysis

*p < .01
**p < .05
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Compensation: US Minority vs. Non-Minority (Women vs.

Men)

This slide shows the same data as the
previous slide, but grouped first by

point in time, then by gender and
minority/non-minority.

$250,000
$224,595
$200,000 $183,779
$158,871
$150,000 $148,006
' $126,515
11
$105,256 > 3'059$98 224
$100,000 ’
$74,573 $69,491
$57,081 $58,054
- "
SO
Men % Women * Men * Women* Men sk % Women
Pre-MBA Post-MBA Current
B Non-Minority M Minority
Note: Outliers removed in the analysis *p < .01

**p < .05
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Functions Driving the Gap: Current Compensation

$300,000
. $262,714
When looking at current
. $250,000
compensation, the largest
pay gaps by function are in $205,542 $199.910 $203,834
Finance and Operations. 3200,000 $184,500
58,333 62,271 $161,273 11 3224'843
Marketing is the only $150,000 38,478 16412 15,800 7
function where women -
CEIEDD T BRECDRERED
were shown to earn more $100,000
than men
$50,000
$0
Finance Operations Consulting General Strategy Information Marketing
Management Technology

®m Men mWomen

p<.05
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Advancement and Opportunity

# of Post-MBA # of Direct
Promotions Reports

Level Within the

Organization

e On average, e On average, e On average,
The data on advancement men have men have 3.3 men have
and opportunity were also . L )
examined for any differences reCEIVed 2.3 |nd|V|dua|S aChleVGd the
between minority and non- promotions which report Director level
minority graduates. There since to them, and within their
were no statistically . . .
significant differences found. completmg women have organizations;
their MBA 1.8 women trail
program and behind with
women have an average
received 1.8 level of Senior
Manager
E 3 k *

*p<.01
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Career Satisfaction

Overall, how satisfied are you with each of the following aspects of your career?

When examined both
together and individually,

4.50 4.16 4.15
3.86 3.86 3.83 3.89
4.00 3.60 3.57 37 235 3.61
3.30 - : )

3.50 men have achieved higher
3.00 levels of career satisfaction
2.50 than women *
2.00 *p<.01
1.50

Scale:
1.00 5 = very satisfied
0.50 4 = satisfied

3 = neither satisfied nor dissatisfied
0.00 2 = dissatisfied

Role Company Level of the  # Direct Reports Current Career 1 = very dissatisfied
Organization Compensation Progression

B Men EWomen
Note: All individual elements of satisfaction show statistically significant
differences (p < .01 ) between men and women
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Career Satistaction: Minority/Non-Minority

= When examining all elements of career satisfaction as a scale, there is a
statistically significant difference between minority and non-minority MBA
graduates (p = .01), meaning that overall, non-minority graduates are
more satisfied with their careers than non-minority graduates

= However, when examining the elements of career satisfaction for
minority and non-minority MBA graduates, there are two individual
elements where there were statistically significant differences (p < .01):
> Satisfaction with current salary (minority = 3.28; non-minority = 3.63)

> Satisfaction with career progression since obtaining the MBA (minority =
3.57; non-minority = 3.85)

Y
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Assessment of Success

Based on my personal definition of success, | have achieved success in the
following areas:

4.30
4.21
4.20
4.10
4.04
4.00
3.90
3.80
3.70
Professmnal/Career Academic Personal *x

B Men H\Women

When examined on a
combined scale, men have a
higher assessment of their
success than women**

However, when looking at
each element individually,
assessment of academic
success was not a
statistically significant
difference

Scale:

5 = very satisfied

4 = satisfied

3 = neither satisfied nor dissatisfied
2 = dissatisfied

1 = very dissatisfied

*p < .05
**p<.01
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Assessment of Success: Minority/Non-Minority

= When examining all elements of assessment of success as a scale,
there is a statistically significant difference between minority and non-
minority MBA graduates (p < .01), meaning that overall, non-minority
graduates have a greater personal assessment of their career,
academic, and personal success than non-minority graduates

= When examining the elements of success for minority and non-minority
MBA graduates, there is only one element where there were statistically
significant differences (p < .01):

> Professional/Career Success (minority = 3.72; non-minority = 4.10)
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Selt-Concept

When examined as a
h h combined scale, men
Because of the MBA, | have... demonstrate greater levels

of self-concept*

4.50

4.40

4.40 430 4.35 When examined individually,

4.30 ' 429 the only statistically

4.20 411 4.16 4.15 significant difference (p <

410 : .01) between men and

4.00 3.98 women was ‘I have the

290 business skills needed to

' grow my career”
3.80
3.70 Scale:
Greater self- Better job prospects The belief that | will The business skills 5 = very satisfied
. . 4 = satisfied
confidence for the future achieve my long- needed to grow my = e e T e o e et s
term goals career ¥ 2 = dissatisfled
1 = very dissatisfied
B Men EWomen

*p < .01
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Self-Concept: Minority/Non-Minority

= When examining all elements of self-concept as a scale, there is a
statistically significant difference between minority and non-minority MBA
graduates (p < .05), meaning that overall, non-minority graduates have a
higher self-concept than minority graduates

= When examining the elements of self-concept for minority and non-

minority MBA graduates, there are two elements where there were
statistically significant differences:

> Self-confidence (p < .05): (minority = 3.88; non-minority = 4.07)

> Better job prospects for the future (p <.01): (minority = 4.19; non-
minority = 4.44)
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The ROI of the MBA

4.80
4.60
4.40
4.20
4.00
3.80
3.60
3.40

4.33
I 209

Satisfaction with
Investment in the MBA

4.57
I 438

| would pursue the MBA
Again

B Men HWomen

4.31

| would Choose to Attend
the Same MBA Program

Overall, both men and
women are satisfied to very
satisfied with the
investment they made in
their MBA education;
however, men demonstrate
higher levels of satisfaction
than women across all three
of the measures *

The most notable difference
is with the decision to
choose the same program
again

*p<.01
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ROI of the MBA: Minority/Non-Minority

= When examining the elements of ROI of the MBA for minority and
non-minority MBA graduates, there are two elements where there
were statistically significant differences:
> Choose to pursue the MBA again (p < .05): (minority = 4.28; non-
minority = 4.53)

> Choose to attend the same program (p < .01): (minority = 3.89; non-
minority = 4.24)




Part 2: Financing the MBA




The Total Cost of Obtaining an MBA

$200,000 or more

$180,000 - $199,999

$160,000 - $179,999

$140,000 - $159,999

$120,000 - $139,999

$100,000 - $119,999

$80,000 - $99,999

$60,000 - $79,999

Below $60,000

9.14%

9.03%

12.42%

16.37%

About half state that their total
cost for the MBA was 5140k or
greater, and about half say it was
below this threshold. Interestingly,
13% say less than 560k
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Scholarships and Other Funding: Men and Women

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

0,
Scholarship - School 34.7%
i 44%
Provided

41.3%

When looking at MBA
funding by gender, it is
. 9.5% notable that a greater
Scholarship - External .
Source - ooy percentage of women
received a school provided

_0.2% scholarship and over twice as
22%

21.2% many women reported an
employer sponsorship
4.6%
Employer Sponsorship 10%
8.1%

Fellowship

B Men EWomen All

hJ4
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Scholarships and Other Funding: Men and Women

Non-Minority vs. Minority

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0%

33.6%
37.5%

Scholarship - School Provided

Scholarship - External Source 6.9%

45.2%

40.8%

- 7.5%
16.0%

12.3%

Fellowship 48.6%

40.8%

4.8%
5.6%

Employer Sponsorship 10.0%

5.6%

B Non-Minority Men B Minority Men ® Non-Minority Women B Minority Women

The greatest percentage
on nhon-minority women
secured school-sponsored
scholarships, whereas
minority women led the
way with external
scholarships. Minority
men and women secured
the most fellowship
support.

* Minority defined as black, African

American, Hispanic or Latin American,
or Native American

* Non-Minority defined as non-Hispanic

white or Euro-American
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Percentage of Costs by Funding Source

m School-provided scholarship

m External scholarship

= Fellowship

m Federal student loans

m Personal loans

m Personal savings

m Parents or other family support

m Employer reimbursement or sponsorship

m Teaching or research assistantship

m Paid work or internships while in the MBA program

m Other

2 Forte
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The Importance of Financial Support

Without Support, Would You Have Attended the Same Program at the

Same Time?
o 65%
59%

60%

50%

41%

40% 35%

30%

20%

10%

0%

Same Program Same Time

B Men EHWomen
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Part 3: Gender Inequality




Have Men and Women Achieved Equality in the
Workplace?

= When asked if men and women have achieved equality in the
workplace, 76% of respondents say no, but women and men

think differently:

82% 63%




Personal Experience with Gender Inequality

= Qver a third of respondents have personally experienced (34%)
or heard of (39%) gender inequality in the workplace at a past

organization
> Personally experienced: 87% women, 13% men
> Heard off: 66% women, 34% men

P

= When looking at those who have experienced gender inequality
at both a current and past organization, 20% have personally
experienced and 28% have heard of it




Types of Gender Inequality in the Workplace

Personal Experience
0 50 100 150 200 250 300

Unequal opportunities for promotions and career advancement

Hostile work environment
Unequal career opportunities (global experiences, special assignments,...
Sexual harassment (verbal and/or physical)
Gender preference in recruiting and hiring practices
Lack of or inadequate parental leave policies

Unequal access to capital or other financial resources

Unequal access to training and educational opportunities

B Male H Female
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Types of Gender Inequality in the Workplace

Heard Of
0 50 100 150 200 250 300 350 400

Hostile work environment

Unequal access to training and educational opportunities

Unequal opportunities for promotions and career advancement
Unequal career opportunities (global experiences, special assignments,...

Lack of or inadequate parental leave policies

Unequal access to capital or other financial resources

Gender preference in recruiting and hiring practices

Sexual harassment (verbal and/or physical)

® Male HFemale
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Gender Pay Gap: Does it Exist?

= Qverall, 55% believe that a gender pay
gap probably or definitely exists (Men:
34%; Women: 65%)

= Participants estimate the gap to be
around 24%, with men earning 24%
more than women

= Actual pay gap 28% (adjusted for years
of post-MBA experience)

$58,994




Gender Pay Gap:

= When examining

Minority vs. Non-Minority

the gender pay gap for minority vs. non-minority

MBA graduates, 59% of all minority and 53% of all non-minority
believe that a pay gap probably or definitely exists

= When looking on
minority believe t

= When looking on
minority believe t

y at women, 68% of minority and 63% of non-
nat a pay gap exists

y at men, 44% of minority and 33% of non-

nat a pay gap exists




Gender Pay Gap: Personal Experience

Personal Actions
= Around 40% of 0 20 40 60 80 100

respondents say they

120

| have not taken action, and | do not intend

I — 107

have experienced a o
gender pay gap: | left the company [ 100
> At past organizations, 4% | spoke to my manager | NN 56

men and 28% women .

> At both a past and a
current, 2% of men and | spoke to a company leader [N 33
33% of women

= When asked what they
intend to do

| spoke to Human Resources | 36

| have not taken action, but | intend to || | 32

| transferred to another department [l 12

hJ4
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Organizational Actions to Address Gender Inequality

38% (47% men; 33% women) of respondents believe that their organizations are working
to address gender inequality

Formed a group or task force to address the ssues | <
Established safe reporting mechanisms | 12
What actions are
they taking? Made changes to employment poiicies | N ::7
Instituted new training on gender equality _ 106

Incorporated measures of gender equality into performance expectations _ 79
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Personal Actions to Address Gender Inequality

30% of respondents say that they individually have taken action to
address gender inequality. What have they done?

= Speak up/advocate/openly share information
= Work to change organizational structure or policies

Deliberately focus on gender equality during recruitment, hiring, and promotion
decisions

Actively lead or participate in a women’s affinity group
Coach or mentor women and men on gender inequality
Work with HR on gender inequality issues

Speak to supervisor about issues of inequality

Speak to senior leadership about issues of inequality
File official complaints against the company or individual

2 Forte
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Gender Difterences When Addressing Inequality

When looking at women and men separately, the ways in which they
address inequality are quite different:

= Women

> Actively lead or participate in a women’s affinity group (22%)
> Speak up/advocate/openly share information (19%)

= Men

> Deliberately focus on gender equality during recruitment, hiring,
and promotion decisions (30%)

> Work to change organizational structure or policies (20%)




How Does the MBA Prepare Students to Address
Inequality in the Workplace?

e
e | developed e | was exposed to e My MBA e | acquired new e | learned from
awareness of gender and program gave skills, toolkits, or courses in HR,
gender other types of me the frameworks, to leadership,
inequality diversity confidence to address gender ethics, diversity,
speak up and inequality issues and other
advocate subjects
e | participated in e | developed e | analyzed case e | participated in
open discussion critical thinking studies on affinity groups
on issues of skills on this topic gender-related and workshops
inequality with which helped me issues in the related to gender
my faculty and better workplace issues
peers understand the
issues
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Different Preparation for Different Genders

How Did Your MBA Program Prepare You to Address Gender Inequality?

40%

35%

30%

25%

20%

15%

10% 18% 19%

5%

7% 7%

0% 1% 3%
Developed Exposure to Open Frameworks Individual Case studies Critical Gained Affinity
awareness inequality discussion and toolkits courses thinking confidence groups and

and diversity workshops

B Men B Women
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N\ | e®
W “Awareness > @« Network

Change management

Critical thinking Ne Oti&tiOl’l
Confidence Readings
C O ur S e Rigir:ll;ms Self worth g Comfortable

: : Understanding .
Skills Projects Research S k u .° Case studies
Tl'ﬂl'lSp arancy Affi]]]_ty group Understanding p e a p TO n] ](1 t X
~ Courses—Skills

Open discussion Confidence

llllll .

Conversation  Thoughtful Cultures EthiCS KnowledgeA msnionng - Ehics

Challenge Culture Advocacy — Guide ro . AWAIrCNness Workshops

Case Studies Advocate

Training Common language Negotation

Toolkit Exposure Diversity
Framework

Empowerment nen discussion
E}{posure Frameworks

Affinity group




All data provided throughout this presentation must have the approval of
Dr. Michelle Wieser and the Forté Foundation before publishing.

Dr. Michelle Wieser
mawieser@stkate.edu
Twitter: @michelle wieser
LinkedIn: michellewieser
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