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Catalyst is a global nonprofit supported by many of the world’s most 
powerful CEOs and leading companies to help build workplaces that 
work for women. Founded in 1962, Catalyst drives change with 
preeminent thought leadership, actionable solutions, and a 
galvanized community of multinational corporations to accelerate 
and advance women into leadership—because progress for women 
is progress for everyone.

Our mission, vision, and values are grounded in 60 years of 
experience in accelerating change. Now, corporate leaders have an 
unprecedented opportunity and challenge: to reimagine the 
workplace so that it is truly inclusive. Those who don’t participate in 
The Great Reimagining will lose out on talent and may find 
themselves left behind. Only through more equitable and inclusive 
workplaces can we truly make work work for women—and for 
everyone.

Our Mission:
Catalyst accelerates progress 
for women through workplace 
inclusion.

Our Vision:
Catalyst believes that 
workplaces that work for 
women work for everyone.

Our Values:
We infuse all our work with 
respect, collaboration, 
accountability, and impact.

ABOUT 
CATALYST
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My path to here

Underrepresentation of 
women presidents (25-
30%)
Overrepresentation of 
women presidents with 
unfinished terms (55-70%)

Board governance and communication

Trust within the executive team

Mentorship

Role of the predecessor

Effectiveness of the transitional process

Unconscious bias in times of crisis
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DEFINITIONS
+ Equity

Working toward fair outcomes for people or groups by treating them in 
ways that address their unique advantages or barriers.

+ Inclusion
An atmosphere where all employees belong, contribute, and can thrive. 
Requires deliberate and intentional action.

+ Diversity
Encompasses visible (e.g., gender, race, ethnicity) and invisible qualities 
(e.g., personality, family background, education, personal style) that make 
individuals unique. It is heterogeneity among all of us and therefore applies 
to everyone.

5

Sources: 
112 Diversity and inclusion terms you need to know [Blog post]. (2019, May 30). Catalyst.
2 Travis, D. J., Shaffer, E., & Thorpe-Moscon, J. (2020). Getting real about inclusive leadership: Why change starts with you. Catalyst.
3 Why diversity and inclusion matter [Quick Take]. (2020, June 24). Catalyst.
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DIVERSITY AND INCLUSION ARE 
VITAL TO A HEALTHY BUSINESS

Source: Why diversity and inclusion matter: Quick Take. (2020, June 24). Catalyst.
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BENEFITS OF 
INCLUSION

Catalyst Research

7

+Team Problem-Solving
+Work Engagement
+Employee Intent to Stay
+Employee Innovation

+Universities
Source: Travis, D. Shaffer, E., & Thorpe-
Moscon, J. (2019). Getting real about 
inclusive leadership: Why change starts with 
you. Catalyst.



Source: Be inclusive every day 
[Infographic]. Catalyst. 
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INTERSECTIONALITY and EMOTIONAL TAX

Intersectionality is a framework for understanding how social identities—such 
as gender, race, ethnicity, social class, religion, sexual orientation, and 
ability—overlap with one another and with systems of power that oppress 
and advantage people in the workplace and broader community.

+ Creating an empowering and inclusive environment can be the key to 
retaining highly motivated and talented employees. Benefits can be seen 
in:
+ lower turnover rates
+ more creativity
+ a higher likelihood of speaking up.

9Source: Ramos, C. & Brassel, S. (2020). Intersectionality: When identities converge. Catalyst.
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DESIGNING 
INCLUSION 
@ Harvard

- Fixing structures 
and processes 
and not women

- Seeing is 
believing

- Culture carriers
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THE CHALLENGE of UNCONSIOUS BIAS

Is often based on incomplete, mistaken, 
or inaccurate information

Informs our perceptions of self, others, 
and the world around us

Operates automatically 
(a snap judgment)

Drives profit loss by negatively impacting 
engagement and retention, and is a barrier 

to workplace diversity and inclusion

Affects talent management and 
leadership development

Becomes embedded or “baked” into 
organizational policies and practices

Unconscious biases: 
We all have them.

11

Sources: Whyte, A. (2021, January 29). Recognizing implicit bias to promote diversity and support a culture of inclusion and innovation. Forbes; The cost 
of unconscious bias in the workplace. (2019, April 12). True Office Learning; What is unconscious bias? (2014, December 11). Catalyst.
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FLIP THE SCRIPT

12Source: Leading Outward: Flip the script [Infographic]. (2020). Catalyst.

“That candidate 
is not the 
right fit.”

How It’s Not 
Allyship

We often define those who “fit” as 
those who reflect our own image. In 

addition, the unconscious 
association of leadership behaviors 

with characteristics attributed to 
men can make it harder for others 
to be seen as “fitting” and block 

their access to opportunities.

WHAT PEOPLE 
THINK, SAY, OR DO:

“Although this person 
doesn’t fit the mold of what 

I am used to, let’s talk 
about how we could 

leverage their differences 
as an added value to our 

team.”

WHAT YOU THINK, 
SAY, OR DO INSTEAD:
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Flip the Script

Source: Cultural sensitivity in global workplaces: Flip the script [Infographic]. (2021). Catalyst.

WHAT PEOPLE THINK, 
SAY, OR DO:

“Race isn’t an issue 
in our university.”

WHY THIS IS 
DESTRUCTIVE WHAT YOU THINK, 

SAY, OR DO INSTEAD:
This type of blanket 

statement ignores the reality 
of racism and discrimination 

as well as the lived 
experiences of people from 

marginalized groups.

“Let’s work toward 
creating a more inclusive 

and equitable work 
environment.”
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The Double Bind for women presidents
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MALE ALLYSHIP
WHY FOCUS ON MEN?
Research shows:

Source: Krentz, M., Wierzba, O., Abouzahr, K., Garcia-Alonso, J., & Taplett, F. B. (2017). Five ways men can improve gender diversity at work. Boston 
Consulting Group.

16

96%
of companies surveyed globally 
reported progress when men were 
engaged in gender diversity.

30%
showed progress when 
men were not involved.

Only
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BARRIERS TO ACTION 
Our research revealed three main barriers: 

Even when men have good 
intentions and want to 
support gender equity, they 
face many barriers, 
including deeply ingrained 
gender norms and societal 
expectations around 
masculinity.

Source: Kerr, G. & Pollack, A. (2022). Engaging men: Barriers and gender norms. 
Catalyst.

17

Apathy Fear Ignorance
(real or perceived)
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FACTORS THAT 
DRIVE AWARENESS 
AND ACTION

If men are to become 
advocates of gender 
equity, they must first 
recognize that gender bias 
exists; they must 
acknowledge that the 
status quo needs 
changing. 

AWARENESS
Defiance of 

masculine norms

Having 
women mentors

ACTION
Strong sense

of fair play

Source: Kerr, G. & Pollack, A. (2022). Engaging men: 
The journey toward equity. Catalyst. 18
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+ Freedom to define themselves according 
to their own values rather than traditional 
gender norms.

+ Freedom to be more involved in 
parenting/caregiving.

+ More rewarding relationships with 
children, spouse/partner, and family.

+ Better physical and mental health.
+ Opportunity to share financial 

responsibilities with spouse/partner.

Sources: Prime, J. & Moss-Racusin, C. A. (2009). Engaging men in gender initiatives: What change agents need to know. Catalyst; DiMuccio, S., Sattari, 
N., Shaffer, E., & Cline, J. (2021). Masculine anxiety and interrupting sexism at work. Catalyst.

WHAT’S IN IT FOR MEN?  
GENDER EQUITY

19
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PUTTING GENDER PARTNERSHIP 
INTO ACTION

Source: DiMuccio, S., Sattari, N., Pollack, A., Ondraschek-Norris, S., & Ohm, J. (2022). Gender partnership: What, why, how. Catalyst. 20
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From good 
intentions to 
action

- Good intentions are not 
enough

- Fix systems and 
processes, not women

- Performative behaviour
- Moral credentialing 
- Canadian universities 

need to turn a mirror on 
themselves.

Create a plan to uncover unconscious bias 
at Senate and Board meetings. Change 
culture, systems, policies and programs to 
account for unconscious bias.

Develop a succession plan with a 
foundation of diversity. Be an ally, sponsor 
and advocate for diversity.

At the board level, plan for times of crisis 
and understand role of bias during these 
times in particular.

Track diversity data and metrics. Share 
the good and bad news.
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CONNECT WITH US


