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Table 3: Global rankings, 2014

ECONOMIC PARTICIPATION

OVERALL AND OPPORTUNITY EDUCATIONAL ATTAINMENT HEALTH AND SURVIVAL POLITICAL
Country Rank Smm Rank Soore Rank Scora Rank S Rank
Ielamd 1 08594 7 0.8169 1 1.0000 128 09654 1 |
Finland 2 08453 21 078569 1 1.0000 h2 09789 2
T vy 3 IETE) 2 .R3567 1 1.0000 a8 09695 3
Sweden 4 (.8 165 14 0.7389 43 0.997 4 100 0.963 4 il
Denmark b 08025 12 0.8053 1 1.0000 G4 0974 7
Micaragua ] 07894 95 06347 dd 09996 1 0.9796 4
Rwanda* T 07854 2h 07698 114 09289 118 09667 G
[redand B (.7 850 28 0.7543 a0 09979 GY 09739 B
Philippines 9 n7a14 24 n.7ren 1 1.0000 1 09796 17
Balgium 10 N7em a7 0.7577 73 09921 h2 09789 13
Switzeriand 11 0.77as 23 n.rrar 72 09922 in 0.97ar 16
Germany 12 0.7 7R a4 0.7388 a4 0995 a7 0.9739 11
Hewy Zea land 13 N an I 1 1.0000 i 0.9698 14
Hetherla nds 14 077a0 1 0.7106 1 1.0000 94 0.9699 q
Latvia 15 07691 16 0.7/331 1 1.0000 1 09796 25
France 16 0.7bed Tk 0.7036 1 1.0000 1 0.9796 20
Burundi 17 (1.7 b6 1 08630 120 nama 1 09796 a0
South Africa 18 07hay a3 06473 Bh 09859 1 0.9796 12
Canada 19 0.7 464 17 n.7/az8 1 1.0000 100 n.a694 2
Lnied States 20 0.7 463 4 0.8276 a9 09980 G2 0.97 47 04
Ecuador M 0.7 455 45 07164 ha 0.9956 1 09796 28
Bulgaria 22 07444 39 0.7288 i 09934 a7 0.9731 Hil
Shvenia 23 07443 22 0.7aar ar 09939 74 09730 43
AlEtralia 24 0.74m 14 0.8010 1 1.0000 il 09737 a3
Woldowa 25 0.7 405 11 08077 b6 0.9949 ar 047 ]
LInied Kingdom 26 07383 A6 0.7140 32 0996 94 0.9699 a3
Wiozambigue a7 07370 19 n.7aaz 129 .8326 104 09680 19
Lixemboumg 28 07333 29 0.7529 1 1.0000 106 09678 45
Spain 29 07325 A4 06470 44 09973 ar 09719
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Segun un informe de Goldman Sachs, si la UE suavizara la diferencia
laboral y salarial entre hombres y mujeres, el PIB europeo
aumentaria un 13%.
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About Us Our research focuses on the business and economic case for gender diversity

i and what companies can do to achieve equality at all levels.
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How advancing women’s
equality can add $12

trillion to global growth
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http://www.ey.com/GL/en/Issues/Business-environment/women-fast-forward

EYBuildinq a better
working world

Women. Fast forward-

Accelerating women'’s advancement is not just a fairness argument;
it's also an economic imperative that creates higher growth, increased

The latest from our programs
prosperity and stronger communities.

B Where will you find your next leader?

It's already been too long. ® A common denominator among C-suite

We aren’t going to wait 80 years to achieve global gender parity, and we call upon women?
others to accelerate their efforts, too.
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Home > Corporate Responsibility > Diversity and Inclusion > How we act

Diversity and Inclusion: how we act AlAs & B

At Sodexo we work around five pillars — gender. generations, disability, ethnical origins | am Sodexo
and LGBT - to foster a culture that embraces differences and celebrates unique ideas,
perspectives, experiences and talents

Diversity training Promoting Building employee Partnerships for
mentoring network groups diversity
-3 4
As we strive to challenge stereotypes and disseminate the business case To us, diversity isn't an abstract concept. It is one
Spirit of for diversity, we believe itis crucial to train all managers and employees. of the keys that make the success of our company.
INCLUSION

Sodexo USA’s diversity learning strategy offers awareness training and
skills building labs on topics ranging from generations in the workplace to
cross-cultural communications.

» More videos
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Investment Clubs and the New Investor
Populism

Brooke Harrington

Paperback | 2010 | $34.95 | ($22.37) / £24.95 | (£15.37) | ISBN:

8780691145860
264 pp. | 6% 9| 7 halftones. 1 line illus. 23 tables.

SAdd to Shopping Cart

eBook | ISBM: 9781400824571 |
Our eBook editions are available from these online vendors

Reviews | Table of Contents
Chapter 1 [HTML] or [PDF] —

Google full text of this book:
GO

During the 1990s, the United States underwent a dramatic transformation: investing in stocks, once the
province of a privileged elite, became a mass activity invalving maore than half of Americans. Pop Finance
follows the trajectory of this new market populism via the rise of investment clubs, through which millions of
people across the socioeconomic spectrum became investors for the first time. As sociologist Brooke
Harrington shows, these new investors pour billions of dollars annually into the U.S. stock market and hold
significant positions in some of the nation's largest firms. Drawing upon Harrington's long-term observation of
investment clubs, along with in-depth interiews and extensive survey data, Pop Finance is the first book to
examine the origins and impact of this mass engagement in investing.

One of Harrington's most intriguing findings is that gender-based differences in investing can create a "diversity
premium”--groups of men and women together are more profitable than single-sex groups. In examining the
sources of this effect, she delves into the interpersonal dynamics that distinguish effective decision-making
groups from their dysfunctional counterparts.

In addition, Harrington shows that most Americans approach investing not only to make a profit but also to
make a statement. In effect, portfolios have become like consumer products, semving both utilitarian and social
ends. This ties into the growth of socially responsible investing and shareholder activism-matters relevant not
only to social scientists but also to corporate leaders, policymakers, and the millions of Americans planning for
retirement.
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Para que las mujeres no abandonen la empresa, las compafiias tienen que
tomarse en serio dos aspectos claves: no solo deben alentar la promocion
femenina interna, sino que deben hacer que se sientan llamadas y

reconocidas, respetadas.

Eso significa adoptar (entre otras cosas) un uso del lenguaje no sexista 'y

reconocer la diferencia femenina.



1.a. El papel de los comentarios sexistas
dentro de la organizacion

Porque entrafnan hostilidad encubierta

Porque tienen un efecto desmoralizador por su condescendencia y
porque hacen saltar la “amenaza del estereotipo”

Porque van en detrimento de la propia organizacion

Porque resultan rancios y casposos



- Creating Change
- One Conversation at a Time

Creating Change in the Workplace: Strategies for Managers

The workplace is one of the most challenging arenas in which women and men can begin to address sexist remarks. Power,
relationships, and office protocols all contribute to whether sexist remarks are made, allowed, ignored, or addressed in the work
environment. And attempting to address sexist remarks in the workplace can put one’s job (and therefore financial security) at risk.

Managers who have the requisite job, power, tenure, and standing with a company therefore are best positioned to help promote
change in how women are spoken to and about in their offices. Before getting started, managers might ask themselves the
following questions:

» Does your organization promote a sense of personal safety for all employees, including freedom from remarks designed to
make women uncomfortable?

» Do the human resources department/personnel policies include a reference to the fact that sexist remarks will not be
tolerated?

» \When sexist remarks are made, does management address those immediately and appropriately?

+» Do managers and staff feel comfortable and supported in responding appropriately to sexist remarks directed at themselves
or others by a colleague? By a supervisor or higher level management employee?




1.b. La comunicacion interna
en los planes de igualdad

« ¢ Como lo adquieren nifias y nifios?

» ¢ Como se interpreta? ¢ Qué imagenes mentales producen estas frases?

“Todo hombre tiene el derecho de entrar en la Republica”



Eramos muy jévenes cuando creiamos que la
Injusticia de este mundo la iban a remediar la paloma
de Picasso [y ...]. No hay que avergonzarse por haber

creido que un dia todos los hombres seriamos
Iguales. Esta utopia coincidio con un tiempo feliz en

gue también teniamos a bellas muchachas en

brazos.




El IVA cultural ha caido sobre los intelectuales como
una maldicion terrible y confusa [...] Menos mal que
generalmente suelen tener a su lado sufridas y
valientes companeras que les llevan las cuentas.
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Hay que afrontar el cambio climatico. Para lo cual,
todos debemos prescindir de la chaqueta del traje y
la corbata.






EL LENGUAJE SEXISTA NO TIENE QUE VER CON
EL SEXO SINO CON EL PODER.

No tiene por objetivo producir violencia fisica,
sino convertir a las mujeres en “audiencia

cautiva” (no pueden escapar sin hacerse notar),

excluirlas y que se autoexcluyan.
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Hacer carrera en lveco

Trabajar en lveco representa una gran oportunidad para el que desee desarrollar su carrera en la industria de la
Automocion.

Gracias a su presencia en los mercados mundiales y su oferta de vehiculos comerciales ligeros, medios y pesados, nuestra
empresa se situa entre los lideres mundiales.

Ademas, lveco produce vehiculos para el transporte de personas, vehiculos especiales para la defensa y |a proteccion civil y se
encuentra en una posicion muy destacada en la produccion de vehiculos para operaciones antiincendio.

Para sequir siendo lideres es clave la incorporacidn de talento a nuestro equipo, personas que compartan nuestros mismos
valores y sientan motivacion por el sector de la automocion. En lveco favorecemos el desarrollo dentro de la organizacion para
que los empleados asuman puestos de responsabilidad a medio y largo plazo.

¢ Qué buscamos?

Recien titulados, profesionales con experiencia y operarios cualificados para nuestras fabricas.






2. b. La comunicacion externa
y la publicidad

REGLA 1. RECORDAR Y TENER EN CUENTA A LAS
MUJERES

Recordad mencionarlas en comunicacion en la Web

Recordad mencionarlas en las cartas comerciales
(Estimada amiga /estimado amigo)

Neutralidad en la comunicacion verbal oral

Disefiar un marketing que parta de ellas y de sus experiencias y
sentimientos.
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Hacking Tech’s Diversity
Problem

by Joan C. Williams
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hen Google, Yahoo, LinkedIn, and Facebook disclosed their woefully low
levels of female employment in the summer of 2014, admitting that they

had a lot of work to do to improve them, they signaled a shift for the
technology industry. It’s remarkable that the sector is finally stepping up to the plate on

diversity—and refreshing that its focus is on metrics rather than rhetoric.




Interruptores de la desigualdad

Repaso a todos los procesos de la organizacion para detectar en
gué punto se producen sesgos que puedan afectar a la brecha de
genero interna o al rechazo femenino externo por parte de
clientas potenciales.

Implica un repaso a cuatro procesos:

la contratacion

la asignacion de tareas

las evaluaciones del trabajo realizado y

la paga o compensacion por el trabajo realizado

 Ademas debera preguntarse si la empresa excluye a
personas externas y si su imagen aleja a posibles
consumidoras o clientas.
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