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for women of color and women at higher job 
levels.  Without the tools and transparency that 
our Playbook and Report provides, progress 
will remain stalled.  Our Playbook and Report 
offer the resources organizations need to 
identify, evaluate, and close the gaps in pay 
that impede women and underrepresented 
groups from both parity and power.  

Now is the time for leaders and employees to 
have the courage to make meaningful change 
and the Level-Up Playbook and Pay Parity 
Report is the lever to help make it happen.  In 
bringing compensation parity to women and 
underrepresented groups, we will have more 
success in recruiting, retaining and advancing 
top talent as well as elevating performance in 
our workplaces and our corporate boards.

Debbie Epstein Henry 
President, The Forum of Executive Women

What an honor it is to be President of 
The Forum of Executive Women in our 
inaugural year of releasing the Level-
Up Playbook and Pay Parity Report!  

We are proud of the tremendous work of the Pay 
Equity Committee and the Ad Hoc Committee for 
Pay Equity, whose collective, persistent effort 
culminated in our Playbook and Report.  We are 
deeply grateful to Pay Equity Committee Chair, 
Joslyn G. Ewart, and Vice Chair, Jeanine Conley 
Daves, for their vision, initiative and leadership.

The Forum has a long history of advocacy and last 
year, we celebrated the release of our 20th annual 
Women in Leadership Report in collaboration 
with PwC.  We benchmarked the Philadelphia 
region’s top 100 public companies and while we 
were pleased to acknowledge the successes in 
our region, we were also mindful of the significant 
work that needs to be done to bring further 
diversity, equity and inclusion to our workplaces 
and our boards.  In that vein, we reported our 
dismay that among the region’s top 100 public 
companies, women represented a mere 12% of 
top earners.  This finding is in a word, staggering.

That’s why our Playbook and Report is so 
critical.  Women make 83 cents for every dollar 
that men make and the gender pay gap widens 

Letter 
from 
The Forum 
President
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As Chair of The Forum of Executive Women’s Pay 
Equity Committee, I am deeply honored to share 
with you The Forum of Executive Women: Level-Up 
Playbook and Pay Parity Report. This inaugural 
Playbook and Report is the tangible result of The 
Forum’s commitment to study pay equity and the 
countless hours of volunteer time of the intrepid 
and dedicated members of the Ad Hoc Committee 
for Pay Equity, who met for a year before The 
Forum launched the Pay Equity Committee as 
a standing committee. Committee Vice Chair, 
Jeanine Conley Daves, and I would like to applaud 
and express gratitude not only to our incredible 
Committee members for their tireless leadership 
in advancing our pay parity mission but also to all 
who contributed to this Playbook and Report. 

In our analysis of pay inequity, including its 
particularly acute impact on women of color, we 
learned that even when regional employers are 
genuinely invested in shifting past practices to 
equalize women’s compensation and to advance 
underrepresented groups, they often do not 
know where to start. This is not surprising 
because pay equity is a multifaceted issue. 
Organizations preparing to undo compensation 
disparities not only need to consider actual 
pay scales but also may need to adjust job 
roles, formalize job expectations, evaluate 
promotional practices and reinvent their pipeline 
building tactics to attract diverse new talent. 
The Forum identified a significant need for the 
Playbook and Report to provide actionable 

strategies, spark critical conversations and 
support regional organizations’ efforts to 
close pay gaps and commit to cultural norms 
that embrace diversity, equity and inclusion. 

I was personally inspired to pursue this endeavor 
as a result of two separate conversations. The 
first was with a senior woman executive who 
expressed her acceptance to me of women’s 
pay inequity despite being paid 27% less than 
her male counterparts for several decades at 
a major corporation. The second involved a 
corporation communicating its goal to eliminate 
compensation inequity knowing it would require 
auditing compensation practices, promotional 
standards and hiring strategies as well as 
learning how to build a diverse pipeline going 
forward. What prompted that corporation’s 
commitment? “It’s just good business.” 

As you review the Level-Up Playbook 
and Pay Parity Report, it is our hope that 
organizations will actively join forces with The 
Forum and implement strategies to change 
workplace culture to standardize pay equity 
as the new normal -- not just for women, 
but for all underrepresented groups. 

Joslyn G. Ewart, CFP® 
Founding Principal, Entrust Financial® LLC

Letter 
from the 
Pay Equity 
Chair
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The Roundtable Experts

Our Pay Equity Committee is deeply grateful to our 
Roundtable Experts for sharing their real-time, hands-on 
experience with us, regarding strategies for moving the 
needle from the current glacial pace of closing the gender 
wage gap, to a working world that embraces equal pay and 
opportunity, diversity and inclusion as “just good business.”

The Pay Equity Committee is focused on action. To that 
end—and knowing that we had powerhouse senior 
leaders in our Roundtable audience— we would like 
to challenge each Roundtable participant to consider 
taking at least one new action aimed at closing the 
gender wage gap. We believe that pay parity, diversity, 
and inclusion are not happenstance destinations. Rather, 
change occurs when pay parity, diversity, and inclusion 
are embraced as the primary drivers of thoughtful, 
intentional decisions we face and actions we take each day 
on our respective personal and professional journeys.

Kisha H. Hawthorne, Ph.D. 
SVP & COO 
CHOP Care Network 
Forum Member

Alice Lindenauer 
Managing Director 
Global Human Resources 
Hamilton Lane 
Forum Member

David Anderson 
The Michele and Christopher 
Iannaccone ’91 Assistant Professor 
Management & Operations 
Villanova School of Business

The Forum does not provide advice on pay equity.
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Access a highlight video from 
The Forum’s Pay Equity Roundtable discussion 
featuring our Roundtable experts from March 24, 2022. Click Here.

https://youtu.be/GKMAWcnxFoc
https://youtu.be/GKMAWcnxFoc
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“

Why is pay equity 
important?
Alice Lindenauer/Hamilton Lane:

Our firm philosophy on pay equity is 
rooted in our core value of “Equity 
and Inclusion from Within” and the 
belief that there should be equal 
pay for equal work. We support 
that belief with a very clear DE&I 
strategy that we call “Hamilton Lane 
All”.  It is a thoughtfully constructed 
and highly detailed framework 
that includes aspirational goals 
for workforce representation of 
women and ethnically diverse and 
underrepresented employees, 
including goals related to pay 
equity. Pay inequity is a tangible, 
quantitative reflection of bias, 
and, we believe, is an area that 
is relatively straightforward 
to rectify, relying on careful 
analysis of our employee data.

What is your 
organization doing 
to affirm their 
cultural commitment 
to pay equity?
David Anderson/PayAnalytics:

Our core product is software that 
gives HR managers the quantitative 
tools to measure and address their 
gender and/or racial pay gaps. 
Pay discrimination has serious 
impacts on the lives of women, 
minorities, and their families. 

Kisha Hawthorne/CHOP 
Care Network:

CHOP conducts market reviews of 
compensation, not based simply 
on gender or ethnicity concerns, 
since we are in a field where it 
is vital to keep up with market 
adjustments. For instance, Nursing 
Market Adjustments were just 
made this past fiscal year as that 
market became competitive and 
impacted other roles like Radiology 
Techs, Medical Assistants, etc.

Our Compensation team works to 
identify pay equity inconsistencies 
by gender, race, etc. We have a 
dedicated role in HR Compensation 
and Compliance that works directly 
with the Department of Labor 
and other agencies to ensure 
all our information is submitted 
accurately. This information also 
gets reviewed by the compensation 
committee on our board annually. 

Employees have to be able to 

identify, through training and 

development, issues like bias, 

and inequity, before they become 

problems.  They also have to 

feel empowered to call them 

out, and confident that they 

will be heard and addressed. 

— ALICE LINDENAUER
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Can you anecdotally 
share one or two 
examples of changes 
your Company has 
made with regard 
to hiring practices, 
compensation parity, 
or efforts to retain 
and promote women/
people of color?
AL: Where we are today

Although the past two years 
have presented an extremely 
challenging recruiting and retention 
environment for all employers, 
we are proud of our workforce 
composition. Having been founded 
by a woman and a person of color, 
diversity has always been part 
of the fabric of our culture and 
workforce. Today, about half of 
our staff identifies as female or 
as a person of color.  To maintain 
this success, we have rolled out 
specific recruiting and development 
programs designed to introduce 
women and people of color to our 
asset class, and we have continued 
to hire diverse professionals 
into leadership positions.

That being said, as a global company, 
we acknowledge that each team 
within our organization has unique 
hiring goals, competencies and 
measures of success so we do not 
have a one size fits all approach to 
hiring, pay or retention. While we 
all actively strive to find people that 
think differently and come from 
different perspectives on each team, 
our efforts continue to be focused on 
discussing and understanding the 
needs of each team on an ongoing 
basis to help reduce blind spots and 
maintain our culture of inclusion. 

Reduce discretionary 
elements of compensation 

As it relates to pay equity, one of the 
things we’ve heard and observed 
from our US-based talent is the need 
to reduce discretionary elements 
of compensation especially at the 
mid and junior levels. Bias can hide 
in discretion – simply due to the 
subjective nature of it.  As such, we 
took steps to decrease the impact 
of discretionary compensation 
by first taking a hard look at the 
components of total compensation.  
We examined the percentage of 
variable comp to total comp across 
the firm, which led, in some cases, 
to the complete elimination of 
bonuses, and an increase in base 

salaries to make up the difference.  
In other positions, we rebalanced 
components of comp, resulting 
in higher salaries and lower 
bonuses as a percent of total comp, 
which proved to be very effective 
based on employee feedback.

Pay for Performance System

Another exercise we undertook 
was looking at how bonuses were 
derived.  Based on employee 
sentiment, and best practices, 
we built a Pay for Performance 
platform, which we call “P4P.”

P4P means that total pay is based 
on performance: the performance 
of the employee as well as the 
performance of the company.   To 
be able to communicate what great 
performance looks like, we needed 
to be able to describe what it looks 
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like when people meet expectations, 
don’t meet expectations and exceed 
expectations.  You need a common, 
well understood language.  We 
chose to implement a well-tested 
system developed by Korn Ferry 
using competencies that are 
important contributors to job 
performance and can help to identify 
the difference between average 
job performance and outstanding 
performance. We then evaluated 
every position and the managers, 
supported by HR Business Partners, 
assigned a number of competencies 
to each position. We then undertook 
a change management process 
to educate our workforce, align 
our processes, and empower our 
managers to approach performance 
measurement more scientifically, 
as opposed to from a discretionary 
posture. While there will always 
be some element of discretion 
in compensation, our approach 
was based on the thesis of — the 
less discretion, the less bias, and 
the less bias, the more equity.

DA: We are a fairly young startup – 
founded in 2018. But as a company 
that focuses on pay equity, we 
have made gender equity a core 
principle of all of our operations. 
Our C-suite is 50% women (3/6), 

our board of directors is 50% 
women (2/4), and we continually 
monitor our compensation 
structure (using our own product) 
to ensure that we have an equitable 
compensation structure. 

KH: Employee Resource Groups

CHOP’s Employee Resource 
Groups, managed by our Office 
of Diversity and Inclusion, offer 
mentoring, volunteerism and 
community involvement—thus 
increasing employee development 
and engagement, resulting in the 
recruitment and retention of the 
best/highest talent to support 
diversity and inclusion. We currently 
have seven employee resource 
groups and two physician affinity 
groups which include a Multicultural 
Physicians’ Alliance (MPA), All 
Ability Resource Group (AARG), 
Multicultural Processionals Network 
(MPN), Young Professionals Network 
(YPN), Children’s Hospital Pride, US 
Military, iSTEM, and W.O.M.E.N.  

Growing the diversity of 
our executive teams

Our Office of Diversity and Inclusion 
drives ideal experiences for every 
patient, family, and employee 
in a safe, culturally competent, 

diverse, and caring environment. 
With CHOP a leader in pediatric 
healthcare, we seek opportunities 
to embrace, leverage, and hardwire 
new perspectives, working 
styles, and ways of thinking in 
everything we do – everyday. This 
work is illustrated in the growing 
diversity of our executive teams.

Internal enhancement of 
professional visibility

In addition to women and minorities, 
CHOP is known for creating an 
environment where people have the 
opportunity to grow and develop 
during their career internally. 

We give people the chance to 
showcase their professional 
accomplishments and capabilities 
on our myCareer site, via employee 
profiles, allowing them to enhance 
professional visibility. In return, 
our recruiters search internally 
for talent via this employee profile. 
CHOP’s hiring practices ensure we 
are expanding access to tools that 
focus on recruiting veterans, the 
disabled, and black and indigenous 
people of color (BIPOC). One 
program I am very proud of is my 
former department’s (Information 
Services) Co-Op Program.

“People often subscribe to the excuse, 

“I can’t find diverse candidates.” 

Getting diverse candidates to apply 

is a beginning step and this comes 

down to where you recruit. 

— KISHA H. HAW THORNE
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Can you share any 
stories that showcase 
how women/
people of color in 
your Company 
have successfully 
negotiated for 
themselves, focusing 
on their approach 
or steps they took 
to prepare?
DA: We actually offered a smaller 
role to the woman we hired to 
become our Chief Marketing Officer, 
but she came back with a detailed 
presentation about our current 
structure and brand identity and 
argued we needed an additional 
C-level position to handle all the 
outward-facing marketing, rather 
than having it under business 
development. She was convincing 
and we offered her the CMO job.

What are the three 
common mistakes 
you have seen 
employers make as 
they try to implement 
changes in their 
organization and 
any suggestions for 
how to deal with not 
seeing the immediate 
progress hoped for? 
AL: They pursue low-hanging fruit 
over actions that create more 
meaningful, long-term change.  
You can’t just say – let’s just do 
whatever it takes to hire more 
women and people of color.  You 
must create a workplace where 
they believe they belong, have 
opportunity, visibility, and can 
develop into leaders.  Otherwise, 
you may experience high turnover, 
which can set back progress, 
support biases of naysayers, and 
demotivate diversity champions.

They don’t effectively diagnose the 
culture, processes, and policies that 
may inadvertently perpetuate bias.  

One common example is focusing 
on “culture fit” as a selection 
criterion for new hires.  Culture fit 
is defined through an individual’s 
own lens, it is interpretable, and 
completely subjective.  Science 
tells us that we naturally are 
attracted to people to which we 
relate, perhaps people with similar 
life experiences, taste, beliefs, etc.  
Yet we also know that the most 
innovative, high-performing, and 
effective teams are made up of 
highly diverse members.  Culture 
fit is personal, not institutional, and 
can be dangerous.  Instead, we 
believe in candidate assessment, 
focusing on competencies, results, 
and what new skills, experiences, 
and views the candidate brings to 
the team.  We look for new team 
members with complementary 
strengths, not replicative strengths.

They don’t hold each and every 
employee accountable.  DE&I 
is not just the job of a volunteer 
committee, HR, or leadership. 
There is an abundance of 
opportunity at Hamilton Lane 
– enough for everyone, and 
then some.  Every employee is 
responsible for contributing to 
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an environment where all have 
an equal opportunity to share 
in our success, create amazing 
careers, and enrich the lives of our 
clients and their beneficiaries.  

How do you get there?  Employees 
have to be able to identify, through 
training and development, issues 
like bias, and inequity, before they 
become problems.  They also have 
to feel empowered to call them 
out, and confident that they will be 
heard and addressed.  They have 
to understand, and feel deeply, 
the mission and values of the firm, 
and how their behaviors, attitudes, 
and actions either support them 
or undermine them.  Lastly, the 
company has to make it real and 
tangible.  At Hamilton Lane, a portion 
of every employee’s compensation 
is tied to how their behaviors reflect 
our core values, one of which is 
promoting equity and inclusion 
from within.  If you are a manager, 
an additional portion of your 
compensation is based on how well 
you reflect our clearly articulated 
manager expectations.  One of 
which includes creating an inclusive 
culture on their team that supports 
equal opportunity and fairness.

Progress, in terms of quantifiable 
results, can be slow, especially if a 
firm begins its journey at the root of 
the culture, by doing the hard work 
of evaluating programs, processes, 
and policies in order to uncover bias 
and the behaviors that perpetuate 
bias.  There will be setbacks.  No one 
could have predicted the recruiting 
and retention environment we 
are now experiencing, and how, 
across the board, in every industry, 
in every region, hiring managers 
are facing challenges as workers 
are reevaluating their careers 
and the place their careers have 
in their lives.  That said, if a firm 
successfully and intentionally 
integrates DE&I into its culture and 
the elements that reflect its culture, 
like compensation, promotions, and 
opportunity, and holds everyone 
accountable, the needle will move.  

KH: We must stop excuses that 
inhibit workplace diversity. For 
example, people often subscribe 
to the excuse, “I can’t find diverse 
candidates.” Getting diverse 
candidates to apply is a beginning 
step and this comes down to 
where you recruit. CHOP has 
KPIs related directly to increasing 
diversity for recruitment and 
retention at leadership levels.  

There’s not always gender/
diversity equity on the board – 
and when you do not have this, 
it’s a big way to miss the mark. 

We need Executive Leadership’s 
personal commitment to diversity. 
Companies need full buy-in 
from their leadership. Here at 
CHOP, our CEO has a personal 
commitment to this, being the 
first female, nurse CEO in our 
history. Madeline’s personal story 

allows her to champion change 
with empathy and integrity. 

DA: A first mistake is not being clear 
on what the goal is: defining metrics 
and targets in advance is key.

A second common mistake is 
poor internal communication. We 
have seen the change process 
stalled by disagreements between 
HR and managers, or between 
working groups, regarding the 
methodology for measuring the 
pay gap, and with respect to what 
factors to include in the model. 

A third mistake is to rush in before 
the data are ready. The foundation 
of any pay equity study is the salary 
model defining work roles and 
employee characteristics. Making 
sure the data that are used to build 
the salary model are accurate and 
consistently defined is critical. 

“
Visualizations and graphics are key – visually 

showing where a pay gap is coming from, and how it 

skews the salary distribution within job roles/grades, 

etc., helps with employee and leadership buy-in. 

— DAVID ANDERSON
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What steps have 
you seen employers 
take to ensure that 
the organizational 
changes related 
to pay equity 
receive buy-in 
and reinforcement 
from leadership, 
as well as across 
the organization?
KH: This comes down to having 
gender/diversity equity on the 
board. Our leadership here at 
CHOP continually emphasizes 
the way in which we build our 
strengths, especially through 
times of challenge such as the 
pandemic. The uncertainties we 
face, such as staffing shortages, 
makes us continually want to 
improve how we attract and retain 
the best and brightest talent. 

We continue to build our amazing 
and diverse CHOP team, make 
work/life balance a top priority, 
and recognize the importance 
of workplace safety. We are 
transparent about the goals of 
our institution. Most recently, 
the opening of our new KOPH 

 ✺ Identify evangelists with 
the energy and the sincere 
belief to create and maintain 
momentum across the firm. 

 ✺ Share progress and 
celebrate success.

 ✺ Hold people accountable 
through reward and 
recognition systems. 

hospital – the Middleman Family 
Pavilion - and many other openings 
shape the future of the pediatric 
healthcare services we provide to 
give the best experience for our 
patients. By expanding our footprint 
across the region, we rely on our 
workforce for feedback and ideas.    

DA: Visualizations and graphics 
are key – visually showing where a 
pay gap is coming from, and how it 
skews the salary distribution within 
job roles/grades, etc., helps with 
employee and leadership buy-in.

Explaining the methodology 
and the process early on to key 
stakeholders, so they can comment 
throughout the process rather 
than just on the finished product 
facilitates engagement with 
the process. Ensuring that the 
salary model data are accurate 
and comprehensive is key to a 
successful pay equity project.  

AL: In terms of support for 
Pay Equity/DE&I efforts: 

 ✺ Communicate the 
why of change.

 ✺ Communicate the benefits to 
everyone from the employee 
through to the client, and 
ultimately to the shareholders. 

 ✺ Create a safe environment 
where employees can 
support a peer’s positive 
behaviors and call out 
counterproductive behaviors. 

 ✺ Revisit all the processes and 
policies in the employment 
lifecycle, from selection to 
termination, and build in 
DE&I feedback guideposts 
and benchmarks.
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Are there any other 
best practices a 
company should 
consider, when 
seeking to obtain 
pay equity in their 
organization? 
KH: There are always many 
topics to consider and work to 
be done to achieve pay equity in 
any organization. In addition to 
the common assessment factors 
such as qualifications, effort, 
responsibilities, and working 
conditions, we need to recognize 
and celebrate the hard work of 
our employees. For example, since 
2013, CHOP has been selected 
as a Best Places to Work in IT. 
This ranking is determined by 
the excellence and quality of the 
workplace and then ranked by the 
size of the company – all based on 
survey results from our workers. 

are paid the same, regardless of 
gender, race, or any other way 
we identify ourselves. And that 
is something we are proud of.

But taking a step back, we see that, 
not unlike all the other firms in 
financial services, certain disciplines 
tend to attract one gender over 
the other.  Marketing and HR are 
primarily female, while Investment 
teams are primarily male.  Then 
consider that the market places 
a higher financial value on some 
disciplines over others.  In this 
example, Investment positions 
are more highly compensated, 
in both cash and long-term 
compensation, than HR positions.  

This is not a firm-level issue, but 
rather the result of the market 
placing financial value on job duties, 
and the results they produce. 

That said – if we are serious 
about ensuring the abundance 
of opportunity at Hamilton Lane 
is shared equally across gender 
identities, and that all teams 
benefit from the value of diverse 

Other factors, such as where we fall 
in Diversion and Inclusion, benefits, 
career development, training and 
retention are also heavily evaluated. 
A company’s mission, work 
arrangements, programs offered 
(e.g., Employee Resource Groups, IS 
Co-Op Program, etc.), gaps between 
women and men, women of color, 
engagement survey feedback, 
transparency and action, legal 
partnerships, leadership training, 
are key components of building 
pay parity in an organization. 

DA: Best practices include to 
start collecting data early and to 
measure key benchmarks, even 
if it’s just monitoring the median 
compensation for each gender/
race. Any data is better than no 
data, and constant vigilance is 
better than one-off projects.   

AL: Pay equity can be seen through 
many lenses.  Hamilton Lane 
employees in the same position, 
in the same region, with similar 
experience and performance 

experience and points of view, 
then we need to find a way to 
encourage more gender diversity 
in all disciplines and career tracks.

In our view, the best way to change 
the gender representation is to 
start at the beginning. Although 
we have had some success at 
recruiting mid-career women into 
investment roles on an ad-hoc 
basis, this cannot be relied on as a 
strategy to move the needle. That is 
because there just isn’t a large pool 
of midcareer women to select from.

Instead, we have decided to play 
the “long game.”  By encouraging 
college-aged women and people 
of color to pursue a career in 
private markets before they commit 
to a career path, through early 
intervention and introduction 
programs, we hope to increase the 
number of diverse entrants into 
our asset class.  By providing the 
development, support, opportunity, 
and line of sight into lucrative 
leadership positions, we hope to 
keep them in the asset class.
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CR E AT ING INCLUSI VE WOR K PL ACES

The “how” in creating inclusive 
workplaces (McKinsey) 

Want to truly succeed? Lift others 
up while you climb (TED Talk)

DATA

Is Gender Diversity Profitable?

How have gender pay gaps in the 
non-profit and for-profit sectors 
changed over the past two decades?

DI VERSI T Y 

U.S. Department of Labor

The Building Blocks of a Diversity 
and Inclusion Strategy

The How And Why Of Building 
A Diverse Workforce

F IRS T GENER AT ION 
EMPLOY EE DE VELOPMEN T

First Generation Talent

First Generation Professionals

Additional Resources
The following are suggested resources.

NEGOT I AT ING 

She Empowered Women 
Around The World To See 
Themselves As Negotiators

Women and Negotiation: 
Narrowing the Gender Gap in 
Negotiation (Harvard Law School)

5 Steps to Negotiating 
a Higher Salary

ORG ANI Z AT IONAL CULT UR E

The Gender Pay Gap Hasn’t 
Budged in 15 Years. Here’s How 
to Achieve Parity Now (Chief)

Why True Pay Equity Is About 
Your Company Culture, Not 
Just The Money (Forbes)

OT HER

The Importance of Pay 
Equity (SHRM)

American Women Soccer Players 
$24 Million in Equal Pay Settlement

PENDING CASES CUR R EN T LY 
IN L I T IG AT ION

Pay Equity Cases (ACLU)

R E T EN T ION

To Retain Employees, Focus on 
Inclusion — Not Just Diversity 
(Harvard Business Review)

Improving the Employee Experience 
Through Diversity (ADP)

Impact of Diversity and 
Equity on Retention

T HE LEG AL FOUNDAT ION

The U.S. Equal Employment 
Opportunity Commission

The New U.S. Pay Equity Laws: 
States Leading the Way

Columbia Law Review: The new path 
of pay equity is to correct knowledge 
disparities in three key ways

 
 

https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/the-organization-blog/the-how-in-creating-inclusive-workplaces
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/the-organization-blog/the-how-in-creating-inclusive-workplaces
https://www.ted.com/talks/amber_hikes_want_to_truly_succeed_lift_others_up_while_you_climb?language=en
https://www.ted.com/talks/amber_hikes_want_to_truly_succeed_lift_others_up_while_you_climb?language=en
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2729348
https://www.proquest.com/openview/ef188ff303ac3e7bc434e192dfe4bc02/1?pq-origsite=gscholar&cbl=18750
https://www.proquest.com/openview/ef188ff303ac3e7bc434e192dfe4bc02/1?pq-origsite=gscholar&cbl=18750
https://www.proquest.com/openview/ef188ff303ac3e7bc434e192dfe4bc02/1?pq-origsite=gscholar&cbl=18750
https://www.dol.gov/general/jobs/commitment-to-a-diverse-workforce
https://www.partnercomm.net/blog/the-building-blocks-of-a-diversity-and-inclusion-strategy/
https://www.partnercomm.net/blog/the-building-blocks-of-a-diversity-and-inclusion-strategy/
https://www.forbes.com/sites/forbesbusinesscouncil/2021/07/26/the-how-and-why-of-building-a-diverse-workforce/?sh=1e3e7c894cb1
https://www.forbes.com/sites/forbesbusinesscouncil/2021/07/26/the-how-and-why-of-building-a-diverse-workforce/?sh=1e3e7c894cb1
https://cdn.ymaws.com/foew.com/resource/resmgr/pay_equity/First_Gen_Talent_PDF_Summary.pdf
https://cdn.ymaws.com/foew.com/resource/resmgr/pay_equity/HBR_-_First_Generation_Profe.pdf
https://powertofly.com/events/details/273752-she-empowered-women-around-the-world-to-see-themselves-as-negotiators/
https://powertofly.com/events/details/273752-she-empowered-women-around-the-world-to-see-themselves-as-negotiators/
https://powertofly.com/events/details/273752-she-empowered-women-around-the-world-to-see-themselves-as-negotiators/
https://www.pon.harvard.edu/daily/business-negotiations/women-and-negotiation-narrowing-the-gender-gap/
https://www.pon.harvard.edu/daily/business-negotiations/women-and-negotiation-narrowing-the-gender-gap/
https://www.pon.harvard.edu/daily/business-negotiations/women-and-negotiation-narrowing-the-gender-gap/
https://www.kobo.com/ww/en/ebook/money-magnet-5-steps-to-negotiating-a-higher-salary
https://www.kobo.com/ww/en/ebook/money-magnet-5-steps-to-negotiating-a-higher-salary
https://chief.com/articles/closing-gender-pay-gap
https://chief.com/articles/closing-gender-pay-gap
https://chief.com/articles/closing-gender-pay-gap
https://www.forbes.com/sites/markcperna/2021/12/07/why-true-pay-equity-is-about-your-company-culture-not-just-the-money/?sh=61d17a596214
https://www.forbes.com/sites/markcperna/2021/12/07/why-true-pay-equity-is-about-your-company-culture-not-just-the-money/?sh=61d17a596214
https://www.forbes.com/sites/markcperna/2021/12/07/why-true-pay-equity-is-about-your-company-culture-not-just-the-money/?sh=61d17a596214
https://www.shrm.org/hr-today/news/hr-magazine/spring2020/pages/importance-of-pay-equity.aspx
https://www.shrm.org/hr-today/news/hr-magazine/spring2020/pages/importance-of-pay-equity.aspx
https://www.inquirer.com/error/404/
https://www.inquirer.com/error/404/
https://www.aclu.org/other/pay-equity-cases
https://hbr.org/2018/12/to-retain-employees-focus-on-inclusion-not-just-diversity
https://hbr.org/2018/12/to-retain-employees-focus-on-inclusion-not-just-diversity
https://hbr.org/2018/12/to-retain-employees-focus-on-inclusion-not-just-diversity
https://www.adp.com/spark/articles/2019/06/improving-the-employee-experience-through-diversity.aspx
https://www.adp.com/spark/articles/2019/06/improving-the-employee-experience-through-diversity.aspx
https://www.hcinnovationgroup.com/population-health-management/health-equity/news/21244961/survey-impact-of-diversity-and-equity-on-retention
https://www.hcinnovationgroup.com/population-health-management/health-equity/news/21244961/survey-impact-of-diversity-and-equity-on-retention
https://www.eeoc.gov/laws/guidance/facts-about-equal-pay-and-compensation-discrimination
https://www.eeoc.gov/laws/guidance/facts-about-equal-pay-and-compensation-discrimination
https://www.seyfarth.com/dir_docs/publications/PayEquityBrochure.pdf
https://www.seyfarth.com/dir_docs/publications/PayEquityBrochure.pdf
https://www.columbialawreview.org/wp-content/uploads/2020/04/Lobel-Knowledge_Pays_Reversing_Informaiton_Flows_and_the_Future_of_Pay_Equity.pdf
https://www.columbialawreview.org/wp-content/uploads/2020/04/Lobel-Knowledge_Pays_Reversing_Informaiton_Flows_and_the_Future_of_Pay_Equity.pdf
https://www.columbialawreview.org/wp-content/uploads/2020/04/Lobel-Knowledge_Pays_Reversing_Informaiton_Flows_and_the_Future_of_Pay_Equity.pdf
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FORUM PAY EQUITY COMMITTEE 

T R ANSPAR ENCY

Know your Rights: Pay Transparency

How to Identify — and Fix — Pay 
Inequality at Your Company 
(Harvard Business Review)

Should You Share Your Salary 
With Co-Workers? (Time)

‘Moment of Reckoning:’ New 
Laws Are Forcing Employers 
to Share Salary Details With 
Applicants (Money)

Closing the Gender Pay Gap (SHRM)

OP-ED

Bold Corporate Leadership Needed 
to Eliminate Equal Pay Day

K E Y L AWS CUR R EN T LY IN EFFEC T 
(FEDER AL , PA AND NJ):

1. The Equal Pay Act of 1963

2. Lilly Ledbetter Fair 
Pay Act of 2009

3. State EPA Laws in 
both PA and NJ 

4. Title VII of the Civil Rights 
Act of 1964  (Title VII)

5. Pennsylvania Human 
Relations Act (PHRA)

6. New Jersey Law Against 
Discrimination

7. Pregnancy Discrimination 
Act of 1978 (PDA)

8. Age Discrimination in 
Employment Act (ADEA)

9. Americans with 
Disabilities Act (ADA)

10. Create a Respectful and 
Open World for Natural 
Hair (C.R.O.W.N. Act)

Resources, cont’d.

https://www.dol.gov/sites/dolgov/files/ofccp/regs/compliance/factsheets/FACT_PayTransparency-Sept16_ENGESQA508c.pdf
https://hbr.org/2020/11/how-to-identify-and-fix-pay-inequality-at-your-company
https://hbr.org/2020/11/how-to-identify-and-fix-pay-inequality-at-your-company
https://hbr.org/2020/11/how-to-identify-and-fix-pay-inequality-at-your-company
https://time.com/5353848/salary-pay-transparency-work/
https://time.com/5353848/salary-pay-transparency-work/
https://money.com/pay-transparency-laws-employers-share-salaries/
https://money.com/pay-transparency-laws-employers-share-salaries/
https://money.com/pay-transparency-laws-employers-share-salaries/
https://money.com/pay-transparency-laws-employers-share-salaries/
https://www.shrm.org/hr-today/news/hr-magazine/summer2019/pages/closing-the-gender-pay-gap.aspx
https://www.bizjournals.com/philadelphia/news/2022/03/24/viewpoint-equal-pay-forum-executive-women.html
https://www.bizjournals.com/philadelphia/news/2022/03/24/viewpoint-equal-pay-forum-executive-women.html
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OUR MISSION
We bring together, and leverage the influence of, professional women to 
expand the impact and power of women in the workplace and beyond.

OUR VISION
Women will achieve equitable representation in leadership, influence, 
and power in the workplace, their homes and their communities.

OUR HISTORY
It began in 1977 as a connecting point for the handful of Philadelphia-area 
women in corporate leadership roles. Today, The Forum is a network of 
more than 500 women leaders in the Greater Philadelphia Region.

The Forum represents various segments of the business community – 
from finance to manufacturing, from government to healthcare, from 
nonprofits to communication, from the professions to technology.

The Forum’s core mission – to advance women leaders in the Greater 
Philadelphia Region – remains unchanged. But its goals have expanded 
as the number of women in leadership positions has grown. As the 
premier network of influential women, The Forum works to:

 ✺ Make the voices of women leaders heard

 ✺ Provide a forum for the exchange of views and information

 ✺ Advance the cause of parity in the corporate world

 ✺ Support members for leadership roles

 ✺ Promote the contributions and skills of Forum members

 ✺ Mentor younger women as they advance in their careers

 ✺ Serve as a source of influential contact, business 
referrals and remarkable friendships

Our Guiding Principles

We are guided by the principles of inclusion, 

connections, equity and influence. We are 

dedicated to growing our welcoming, diverse, 

engaging, and caring community that is 

bound together by our common purpose. 

We work strategically and collaboratively to 

connect individuals, resources, opportunities, 

and networks to advance women’s individual, 

professional, and shared goals. We are 

committed to amplifying the voices of all 

women, including women who have been 

historically marginalized and oppressed, 

and to ensuring that we create equitable 

opportunities for all women. We use our 

collective influence to create opportunities, 

to advance women, to break down 

barriers, and to advocate for all women.

For more information, visit www.foew.com. 

https://foew.com


By leveraging the insights in this 
report, The Forum of Executive Women 
hopes and challenges all leaders and 
employees to boldly embrace and 
accelerate cultural and corporate 
change as they aim for full participation 
and compensation parity for women, 
people of color and underrepresented 
groups in all levels of the workplace.
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