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F STTHE H?PE TO SEE WHI[:H COMPANIES ACTUALLY GIVE WOMEN A SHOT AT THETOP SPOTS.

8
AR

\For F:xzecutive Women

Who says one woman can't make a difference? One made all the difference at Charles
Schwab & Co. when the brokerage firm elected Condoleezza Rice, former provost at
stanford University, to its board of directors this year. Her presence, along with that of
Nancy Bechtle, president of the San Francisco Symphony and a Schwab director since
1992, catapulted the company from anonstarter to No. 2o0n WORKING WOMAN s list of
the Top 25 Companies for Executive Women. (To malke our list, companies must have at
least two female directors and belong to the Fortune 1000. For more on how the list was
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compiled, see page 6ic.) Like other Top 25 companies.
Schwab has a long and impressive record of promoting
women to leadership positions, The most impressive
record belongs to Avon. our No. 1 company for the seeond
year running. In November, CO0 Andrea Jung ascended
to the top spot, making Avon only the fourth Fortune 500
company with a female CEO.

A woman also made a big splash recently at Hewlett-
Packard. The company hired Carleton “Car 1y” Fiorina as
president and CEO, mulung it the frst Dow 30 company
headed by a woman. Fiorina’s appointment put the spotlight
on HP's female-friendly policies. But HP didn't make the
Top 25 list. Although 37 percent of the computer giant’s
employees are women, just 18 percent of corporate officers
and 28 percent of managers are. Like HP, Schwab operates
in a male-dominated industry, but 35 percent of its most
senior officers and 37 percent of its managers are women,
The bottom line: Programs and policies are nice—as are
high-profile appointments—but results are what count.

The good news this year is that companies are more
resulis-oriented than ever in their efforts to recruit and retain
female executives. And those out in front keep setting the bar
higher. Of the nine new companies that appear on our list—
edging out such progressive stalwarts as CIGNA and Bristol-
Myers Squibb—some, like Schwab, elbowed their way in by
adding more women in top positions: others, like WellPoint
Health Networks (No. 24). rolled out highly snecessful pro-
grams to help women reach the executve suite. Former Well-
Point chief acuary, Alice Rosenblatt. for example, was able to
get profit-and-loss responsibility during a stint in the Merger
and Accuisition Integration group, under a program that ro-
tates managers into developmental assignments. The experi-
ence paid off: She’s now senior vice president of M&:A.

Our research this year showed that leadership devel-
opment programs like WellPoint’s are catching on and
making a real difference by giving women, who tend to
cluster in stall jobs like human resources and public rela-
tions, a chanee to move into more strategic positions, For-
mal mentoring programs and work-life benefits, such as
telecommuting and job sharing. are also spreading. And
for truly progressive businesses, its not enough that
woman-friendly policies permeate their 1.5, operations:

More companies are putting

their money where their
mouth is and tying managers’
pay to efforts toidentify, develop,
and promote high-potential women.

Companies like Avon and IBM are expanding their initia-
tives to overseas subsidiaries (see sidebar, opposite).
What's more, an increasing number of companies are
putting their money where their meuth is and tying man-
agers' raises and promotions to their efforts to identify,
develop. and advance high-potential women.

| HY ARE COMPANIES PUT-
| ting so much energy into
nurturing female execs?
We can tell you this
much: The efforts aren’t
PR-driven outreach pro-
grams for the disenfran-
chised. They are linked to
real business goals, like
making money. In today’s
tight labor market. companies have to make themselves as at-
tractive as possible if’ they want to naly, and hold on to, the
best and brightest of both sexes. Another factor that has long-
term implications: Companies are realizing that to gain mar-
ket share, their staff should more cdosely reflect the customer
base, and that almost always means hiring more women.

Siill reeling from merchandising missteps, Sears
Roebuck & Co.. for example, is making a big push to recruit
and promote women, who now make up just 22 percent of
the senior officer population, down from 26 percent in
1994. With women making go percent of the buying deci-
sions in its stores, iUs easy 1o understand why Sears would
want more women deciding which dresses, dishes, and
sofas customers might buy, After spending most of 1998
overhauling its management development process, Sears
launched a nmnmrlng program and a system that rotates
executives into assignments outside their area of expertise.
Not coincidentally, half the participants in both efforts are
women. As a result, Sears is making strides—women
accounted for 13 of 26 high-level promotions that directly
resulted from last year's HR revamp.

Though women are a growing force in the upper
management of companies like Sears, true gender equality—
maintaining the same nomber of female and male man-
agers at all levels—is still elusive. Among our Top 25. only a
handful have the same proportion of
wormen on their management commitiees
as they do in management overall. Even
with Jill Barad as CEQ, Mattel (No. 15)
sports a lineup of corporate officers
that’s still more Ken (78 percent) than
Barbie, despite the fact that more than
half its employees are female, Another
case in point is Nordstrom (No. 1a). Al-
though women make up 71 percent of
managers, they account for 42 percent of
senior officers. {Contirnued on page 56)
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(Contimued from page 513 Numbers alone don't tell the whole
story. of course. Truly outstanding companies are continually
fine-tuning their efforts to support and advance women.
They don't assume that the pipeline will fill itself. as Golden
West's co-chair and co-CEO Marion Sandler did to her dis-
may (see sidebar, page 58). Even companics that attract lots
of women and draw them into top management know they
must monitor their progress and roll out new programs to
keep the momentum going, Knight Ridder {No, 6}, which has
required annual diversity reports for the past 15 years, recent-
Iy added “Operation Benchstrength,” an initiative to identily
high-putentia] employees, especially women and minorities,
and develop them early in their careers,

YEN WOREK-FAMILY PRO-

grams, a long-standing fix-
ture in corporate America,
need tw be closely watched
and updated  periodically,
The best companies under-
stand that flextime, emer-
gency child care, and the
like are not an end in them-
selves but a means to sup-
port women and make it
easier for them to advance,
They know that women
don’t weleome sparkly new
day-care centers if they
sense the underlying mes-
sage is “Iow you can -.mrL
eVen more hﬂurs and btlﬂ get passed over for that promotion,”
The ultimate family-friendly company is constantly striv-
ing to create an atmosphere in which women
can rise through the ranks with or withoue
children in tow. When Ann Logan, an execn-
tive vice president at Fannie Mae (No. 4), got
her first big promaotion, her first child was
only eight months old. Barely two and a half
vears later, Logan was tapped to run a major
Fannie Mae region, which meant transplant-
ing her family. At the time. Logan was due to
deliver her second child. “1 wasn't counted
out because of my lamily situation.” she
gays. T had to postpone my interview for
that job until the baby was a week old.”
Logan not only landed the job but other Fannie Mae
executives immediately accommodated her grueling sched-
ule h}- exempting her from a standing 8 o'clock Monday
morning meeting for six months. Reladvely minor
allowances like that paved the way for Logan to move up
steadily. Now she consciously strives to live up to the “spirit
of flexible work™ as she develops her own employees. Just
last year, she arranged for a newly promoted Dallas execu-
tive to telecommure for a few months, so he and his family
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could move to Washington, D.C., for his new position after
the school year ended.

It's precisely that kind of hands-on leadership that
encourages women to look for imaginative ways to keep
their careers moving forward, In a 1999 survey of Fortune
500 human resources executives by the Society for Human
Besource Management, 85 percent of respondents said they
saw increased opporunities for women—if women could
overcome a corporate culture that subtly favors men, lack of
access to informal networks, and sloggish mentoring maod-
els. The survey cited both CEOQ advocacy and a board of
directors with a healthy roster of high-achieving women as
the biggest inspirations to ambitious female employees.

Unfortunately, that's a tall order, even at a time when
companics [rom many corners of corporate America are
aggressively pursuing women executives. Only 38 percent
ol Fortune soo companies have two or more women on their
boards, and just eight companies out of the Fortune 10co
have women CEQs, But if companies like Schwab and HP
are any indication, times are a-changin’,

Even r:'m']-mr“llicrn'- with gquestionable records have
been aggressively trying to turn things around, albeit with
legal pmridlng in some cases. Take Merrill Lynch, which
last year settled a massive sex-discrimination class action
suit involving 2,800 female cmpimeaa Althnugh it is
reportedly still wrestling with changes in the way it treats
female brokers, corporate management has unveiled 2
high-profile campaign to make internal advancement of
WOmMEN a top priority across the company’s entire global
operation. Part of that push is a women's network designed
to find female executive mentors for lower-level employees.
What's mare, while the number of female employees has
remained steady at 43 percent for the past five years, the

Women don’t welcome sparkly
new day-care centers if the under-
lying message is ‘‘Now you can
work even more hours and still get
passed over for that promotion.”

proportion of female corporate officers has doubled. to
1o percent. During the same stretch, the number of women
on Merrill's board of directors and management committee
has climbed to two of 14, or 14 percent, for both. That may
not sound like much, but its a start. Six years ago, those
figures were one and zilch, respectively. ¥

Joanne Creaver wrote about the Top 25 Companies for
Executive Women in last year’s Seprember ivsue.



Women on Board
Rank Total Female Female Female
in19982 Employees Employees Managers Officers  Number %

Avon

A

1345 Ave. of the Americas a7 a
New York. NY 10105 1 6,187 13% 89% 47% i 50

avon.com

Charles Schwah

101 Mentgomary St. oy
San Francisen. CA 94104 NEW 12,514 33% 31% 35%, 2 15

schwab,com

Scholastic

e, 6 1,182 68% 69% 52% 3 21

scholastic.com

Fannie Mae

3900 Wisconsin Ave. NW
Washington, OC 20016
fanniemae.com

Davyton Hudson
17 Mivallet M=l
1 Nicoii Aok 16 | 255931 68% 53% 31% 3 25

Minneapalis, MM 55402
dhc.com

Knight Ridder

50, San Fernando St. #1500
San.Jose, CA95113 8 22,000 449, 38% 29% 3 30

knightridder.com

2 3,829 54% 43% 28% 3 19

Pitney Bowes
Ona Elmcroft Ad.
Stamford, CT 0G926
pitneybowes, com

3 26,019 39% 28% 3% 3 27

Advantica

203 E. Main 5t
Spartanburg, 5C 29319
atlvantica-dine.com

NEW 53,923 1% 4% 27% 2 17

Gap

OnaHarrison 5t .
San Francisco, CA 94105 7 111,000 T0% G9% 47% 2 18

gapinc.com

Nordstrom

1617 Sixth Aye
Seattls, WA 98101 9 30,048 69% 71% 42% 7 18

nordstrom.com

Sallie Mae

11600 Sallie Mae Drive
Reston, V4 20193
salliemae.com

Gannett
1100 Wilsan Bhed. .

1 Arlington, VA 22734 5 30,616 43% 38% 24% 3 13
gannett.com
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Num. Women
Among Top5
Earners

Highest Ranking
Woman

Andrea Jung,
CED & President

Dawn Lepore,
CIO & Exec. VF;
Linnet Deily,
President,

Schwab Retail Group

Barbara Marcus,
Exec. VP,
Book Group

Jamie Gorelick,
Vice Chair

Linda Ahlers,
President,
Dept. Store Division

Hupfp&un Connors,
Sr. VP,
Human Resources

Sara Moss,
VP & General Counsel

Rhonda Parish,
General Counsel
& Exec. VP

Anne Gust,
Exec. VP

Martha Wikstrom,
Exec. VP,
Full-line Stores

Marianne Keler,
Sr.VP
& General Counsal

Mimi Feller,

Corp. 5r. VP,

Public Affairs &
Governmant Relations

$5.28

$2.78

$1.1B

$3.4B

$30.6B

$3.1B

$4.2B

$1.8B

$9.1B

$5B

$2.68B

$5.1B

$2.3B

$966M

$3.1B

$27.88

$2.98

$3.98

31.8B

$6.5B

$4.98

$3.3B

$4.78

Comments

Women are well represented at every level of management, and this international
cosmetics company continues to find ways to improve its record. Women now
make up 47 percent of senior officers, up from 25 percent five years ago. Andrea
Jung's promotion to CED in November underscored Avon's commitment.

This hot brokerage is big on develeping its women employeas so it can promote from
within. Nearly half its female officers were ariginally hired as managers or befow.
Women account for half the handpicked participants in key management develop-

ment programe. 5 Woman's Imeractive Network offers networking and mentoring.

The only company on our list at which three of the five highest-eaming employees are
women. Its CEQ makes diversity a top priority. And because it has always drawn from
tweo female-heavy fields — elementary education and publishing —its culture is
dominated by wamen. YWomen hold at least half the managerial positions at all levels.

Thanks to & diversity initiative, female- or minority-headed firms provide 21 percent
of Fannie Mae's $115 billion in cutsourced services. Quarterly diversity reviews pro-
vide input for new policies. Innovative work-family programs include an on-site
geriatric specialist who advises employees on providing care for aging parents.

Boasts a mix of high numbers and outstanding programs. Internal effarts like its
YWomen in Leadership Seminar ensure that talented female staff get opportunities to
prepare for the next level. The retailer certainly “didn't have to stretch” to look good
on the Top 25 survey, remarked one of our advisory panel members.

Executive pay is directly linked to women's advancement. The newspaper pub-
lisher's seven-year-old effort to circulate women through operational positions has
prepared many for senior executive jobs. An annual report to executives summarizes
the status of women at the company, from recruiting to promotion. )

Half the direct reports to the CEQ are women. The manufacturer excels at drawing in
minarity women through special initiatives. It relies heavily on a detailed database
of employee skills and ambitions to identify candidates for development and fast
tracks promising employees to fill positions anticipated to open within 24 months,

This is not the same restaurant company it was in the early 1990s, whenit had to fork
over $54 millionin a discrimination lawsuit brought by customers of its Denny’s divi-

sion. One quarter of senior-manager pay is tied to hitting goals for advancing women,
In five years, the proportion of women officers jumped to 27 percent from 7 percent.

The female-friendly, and female-dominated, culture allows women to advance to
all levels. One of the retail giant's noteworthy promotions this year was Jenny Ming's
rise to president of Old Navy (Ming was featured on the cover of last year's Top 25
issue). A whopping 69 percent of managers are women,

Three-guarters of division vice presidents are women, and women head fourofsig
business units, including the largest —the Full-fine Store Business Unit. The retailer
is strong on promoting from within and has a rich pool of women to draw from: 71
percent of its managers are female, and ail have P&L responsibility.

Great at moving women into upper management. its unique rotational training
program pairs top execs with employees wha are completing developmental
assignments in various divisions. The student loan agency’s great cutture for
women offers lots of job flexibility

Women represent one-third of the 12-member newspaper operating committes,
the heart of the business. The newspaper company has historically granted local
managers lots of leeway in human resources decisions yet keeps them accountable
by tying annual bonuses to efforts to advance women.

DECEMBER/JANUARY 2000 WOREKING WOMAN b3



- = e S g VWUIR ' S s
' p ¢ 3 A 1
o @ ﬁ AR R

4 ‘..‘ ‘ | o f “‘"g

"_* e i XS ;| WA

Women on Board
Rank Total Female Female Female
in1998 Employees Employees Managers Officers Number

Golden West

1901 Harrison 5t. 0 109, -
Ozkland, CA 94612 NEW 4.501 59% b 6% 5 56

Aetna

151 Farmington Ave.
Hartford, CT 06156 13 31,550 5% 60% 18% 4 31

aetna.cam
Mattel

333 Continental Blvd. 0 ; "
El Sequndo, CA 90245 NEW 5,394 53% &47% 22% 1 27

mattel.com
IBM

Morth Castle Drive . " .
Armonk, NY 10504 12 43,7110 31% 26% 20% 2 18

ibm.com

SBC Cormymumications

175 E. Houston, P.0 Box 2933 i 2 ;
San Antonio, TX 78299 NEW 131,186 53% 48% 23% [ 20

she.com

Merck

One Merck Drive !
Whitshouse Station, NJ 08888 | " 36.618 % 39% 20% 3 2

merck.com

State St. Corp.

225 Frankdin St. ay oy oy

Boston, MA 02110 NEW 12,243 47% 52% 17% z 1
statestreet.com

SaraLee
Three First National Plaza 18 139,000 37% 45%, 18% 3 18

Chicago, IL 60602
sarales.com

Prudential
751 Broad 5t 0y oy 0
Mc'.vark: W 07102 NEW 45,295 68% 56% 26% 3 13

prudential.com

Baxter

One Baxter Parkway ; 0 :
Deerfield, 1L 60015 NEW 17.000 55% 371% 5% 3 20
baxter.com

Procter & Gamble
One P&G Plaza v
Cincinnati, OH 45202 4 38,960 40% 33% 6% z 12

pg.com

WellPoint

24 ot B0 NEW | 10,023 75% 50% 28% 3 43
wellpoint.com
KEL'DK_

25 SUDNWBILEI RN W | Wi 33% 30% 12% 3 19

ABrOX.com




Num. Women
Among Top 5

Earners

Highest Ranking
Woman

Marion 0, Sandler,
Co-Chair &
Co-CED

Elease Wright,
5. VP, Corparate
Human Resources

JIllE. Barad,
Chair & CEO

Abby F. Kohnstamm,
Sr. VP of Marketing,
Corporate Headguarters

Cassandra Carr,
Sr. Exec. VP,
External Affairs

Judy Lewent,
CFO &5 VP

Maureen 5. Bateman,
Exec. VP &
General Counsel

Judith Sprieser,
CFD & Exec. VP

Michele Darling,
Exec, VP

Jan Stern Read,
Corp. Secretary &
Assistant General
Counzel

Charlotte R, Otto,
Global Public
Affairs Dfficer

Joan Herman,
Group President,
Senior & Specialty
Business Division

Anne M. Mulcahy,
Exec. VP,

General Markets
Operations

Revenue

1998

$3.1B

$20.6B

§4.8B

§81.7B

§28.8B

§5.3B

s2.8B

$20.0B

$1.1B

$6.6B

$3.8B

$6.5B

$19.4B

1997

$2.9B

$18.5B

$4.88

§78.58

$26.98

3468

$2.3B

219.78

$610M

$6.1B

$3.4B

$5.6B

§18.1B

Comments

Mew tothe list this year, the banking company has made huge strides with a few
programs launched in the mid-1990s. Emphasizes promating from within, especially
by identifying high-potential women at their traditional point of entry: the teller
station. Cross-training into operational positions starts within branches (see sidebar].

Has redoubled its efforts to give promising women lots of hands-on operating
experience, while offering flexdbility. Sayva Cathierna Smith, TR0 of Aetna Financial
Services, who spent st of 16 years warking part-time, *I've had the equivalent of five
interesting jobs, with increasing levels of respansibility, while raising a family.”

UUnder the gun for disappointing profits, the toy maker's CEQ has her work cut out
for her. But while the company's earnings may be out of ling, its famale-friendly
pelicies are anything but. And Mattel boasts an imaginative array of work-life
programs, including paid time off for voluntear work,

Recently launched an international initiative, which includes & global review of
work-family and flexibility policies az well a5 executive women's forums in Japan,
Eurape, and elszwhere, Women now account for 16.7 percent of global executives,
up from 14 percentin 1997,

Mearly half of leadarship-development program participants are women. Thrae
women hold top pesitions at the communications company, though none are ling
jobs, Aninternal women's group boasts 1,400 members.

Women head five of 13 business-srateqy teams desiqned to propel the pharma-
cautical company info mare product categories intemstionaily, A400-membar
women's network helps employees manage their carears and fosters
woman-to-woman mentoring, Excellent career-development programs.

Has a higher proportion of female managers than of women employees overall.
The financial services company is seeing strong rasults frorm a more than 10-year-
old diversity initiative. Evaluates managers on how well they are helping the
company achieve its diversity goals,

Many women are rising through the ranks to top operating posts, including Linda
Waltz, 40, recently tapped to head Sara Lee Hosiery, known for its Hanes and L'eggs
lines, Managers are expected to meet specific diversity targets. Women's Leadership
Council and Women's Infarmation Network offer career-development workshops.

Ten percent of s2nior managers’ pay is linked to the advancement of woman they
oversee, Flexible work options are the norm, not the exception. More femals
senior officers could help push this insurer much higher up the list,

A twio-year-old advancement initiative is already paying off: The number of famale
YPs has tripled to nearly 30 percent. The health care company dug desp to identify
and help resolve conflicts that make it tough for women to have & balanced life:
and mova ahead. Top management is clearly behind this effart

The consumer products giant recently announced a new initiative to draw minority
women into operations management. Dverall, more womean are maving inta line
positions —they now hold nearly ane-third of WP and senior management line spots,
up from b percent in 1992, But only one senior VP is a woman.

Almnst at gander eguity on its seven-member board of directors. The health care
company continues to extend leadership development programs lower in the man-
eperial ranks. An informal mentoring program is tracked to detarming its effective-
nass. Also, we applacd the quarterfy review of high-potential women.

Its systems for developing female leaders continue to impress, including a year-pld
pregram that identifies “high potentials,” half of whom are women. In areas wharae
women are underepresented, manager bonuses are tied to increasing the
number and status of female employees.



GLOBAL PATHBREAKER

YOU'D EXPECT AVON to be a leader in encour-
aging female employeses to be economically self-
sufficient. That's the gaspel the company, No. 1 on
our Top 25 list for the second year running, has
preached for decades to the legions of American
women peddiing its products.

More surprising is that, under president and
newly named CEQ Andrea Jung {right), Aven is suc-
cessfully taking its mission to be "the company for
women” global. Most of the cosmetics giant's
growth in the past seven years has come from its op-
erations beyond North America; last year, interna-
tional net sales of $3.15 billion outstripped sales in
the LS. and Canada, which totaled $2.06 billion. But
newly minted Avon ladies from Mexico to Malaysia
aren't just ringing doorbells, they're moving up the
corporate ranks. Worldwide, 34 percent of Avon
executives are female.

That advancement some-
times flies in the face of local cus-
toms. "You have to have a plan”
says Lynn Emmolo, senior vice prasident
for global product marketing. "You're
pushing the envelope of gender roles in
the country [when you] push for
women to be considerad.”

Avon regularly brings male managers
from other nations to its Manhattan headguarters
for special projects and even multiyear assignments.
There, they work with women at every level, from lab
technicians to the chief executive officer. In one
instance, Emmolo says, a senior manager from
Japan spent two years on assignment in New York,
working in a group with five women. “Those kinds of
statistics don't happen in Japan,” says Emmolo. "It
will change how he manages. He already has a
broader perspective on how to work with people.”

Emmolo also visits managers around the
world and quizzes them about their employees.
Success, she says, happens when managers of
foreign affiliates blend Avon's proactive philosophy
with the strengths of their country's culture to
create a wholly new —and wholly Avon—way of
doing business. —.J.C.
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WHEN MARION SANDLER, co-chair and
co-CED of Golden West Financial, says
that the easiest way for a woman (o
become a top executive is to buy the
company, she's only half-joking.
Sandler (right} and husband
Herbert formed the savings and
loan holding company in 1963,
Together, they've expanded Golden
West fram its initial two offices to 372 offices
in 27 states and, as of 1998, $3.1 billion in rev-
enue (Mo. 3 on the 1999 WORKING WOMAN 500).
Although she'd broken ground for herself,
Sandler says she was nearly alone at the top,
Even by the 1990s, women weren't rising in the
industry as she'd assumed they would.
A comman characteristic of a Top 25 com-
pany is the CED's commitment to seek out and
draw women into executive ranks. Sandler un-
derstood her ability to send a strong message
about how women contribute to Golden West's
success, and she setabout to do just that. As a
result, the company debuts this year at No. 13,

She started by diversifying her board of
directors to include not simply women, but
women from a variety of ethnic and cultural
backgrounds—a process that took eight
years. "You're not looking for figureheads,”
she explains. “You don’t want to make any
compromises.” Today the Golden West board
is unique among our Top 25 for having more
women than men.

Around 1997, the company also launched
Operation Opportunity, @ method of identi-
fying and developing women for manage-
ment that specifically addresses areas
in which women need extra groom-
ing, such as making confident, 5d
unapologetic presentations. i
"Women] don't realize
that they've got the stuff
and that they can move on
up,” Sandler says.

Finally, Sandler dic-
tated that management eval-
uate women for promations.
How managers—49 percent of
whom are women —don't just do as
she says, they doas she does. —J.C.
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TO COMPILE DUR SECOND ANNUAL TOF 25 LIST,
we surveyed the Fartune 1000 for companies with at
least two women on their board of directors. Respon-
dents provided an amray of current and historical statis-
ticsillustrating the penetration of women into all levels
of management. These and other stats, such as the
number of women among the top five highest eamers,
accounted for 70 percent of each company's Score.

Innovation in structuring women's programs and
gnsuring that they get results accounted for the
remaining 30 percent. In this part of the survey, we
looked for programs that develop female leaders by
giving them line experience and mentonnyg oppost
nities with high-level executives. Additionally, we
considered & company's work-life benefits, growth

potential, and philamthropic ventures that help women
succeed in their industry.

To score this portion of the survey, we relied on
input from an advisory panel. Members included..Julie
Hembrock Daum, co-managing director of the U5
Board Services practice at Spencer Stuart, a New York—
hased executive search firm; Mary Ellen Rodgers, an

or at Deloitte & Touche who oversees the
accounting firm's Initiative for the Retention and Ad-
vancement of Women (and a career coach for women
in the Cleveland area); and Patricia 0’ Brien, dean of the
Simmans Graduate School of Management, which as
the sole women-only business school, does many stud-
ies onworkplace gender issues.

We also interviewed executives at each company
to evaluate the female-friendliness of the corporate
culture, Among other things, we asked intenviewees
to compare the company's culture with that of pre-
vious employers.

With all the survey responses, backup materials
an special programs and initiatives, financial reports,
and interview notes, we ended up with an eight-foot
stack of papenwork. One company, Dayton Hudson,
submitted an entire file drawer of company infor-
mation. But as impressive as piles of pretty brochures
and mission statements can be, they're no substitute
for numbers that show women moving through the
management pipeline. And that's what it all comes
dawn to: With hard facts and figures, our Top 25
companies have proved their commitment to giving
waoitien a shot atreaching the top.
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These 10 companies (listed in alphabetical order) may not
have made the Top 25 this vear, but they will soon.

m aLuianT eneray, Madison, Wis-
consin, has publicly announced its
intention to be a great company for
women, And it's off to a solid start.
Though the energy industry hasn't
traditionally been female-friendly,
the utility is working hard to draw
women into management, and it
shows: One-third of executive vice
presidents are womer.

® AMERICAN EXPRESS, New York
(No. 15 in 19g8). Bright spots in-
clude its Women's Interests Network
and supplier diversity program, but
the firm was edged off the list by
newcomers moving maore quickly to
bring women into upper manage-
ment. While women make up 53
percent of managers (up from 44
percent five years ago), they repre-
sent only 18 percent of officers.

m BRISTOL-MYERS saule, New York
{No. 25), was also eclipsed this year
by firms more aggressively pro-
moting women into their top ranks,
but this pharmaceutical company
is clearly committed to advancing
women. It has tripled the number of
female officers since 19G4. to 13 per-
cent, Also encouraging: About go
percent of female execs are pro-
moted from within.

m ciana, Philadelphia (MNo. 22), The
health care concern’s sirong suit has
been its generous work-family ben-
efits, Women are easily able to nse
flextime. Also, managers are eval-
nated on their efforts to advance
women, Bue while 58 percent of
managers are women, only 19 per-
cent of senior officers are female.

m coLGATE-PALMoLIVE, New York
{No. 20) has a long history of female-
friendliness, with special recruiting
and executive development pro-
grams, but we'd like to see more
WOmen moving into top manage-
ment. In five years, the number of
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women senior officers has increased
to two of 21, from one of 25,

B CONSOLIDATED EDISON CO. OF
mew vork, New York, Despite
being a male-dominated old-line
utility, Con Ed seems to know how to
hold on to and develop its female
employvees. Though only 14 percent
of workers are women., 2q percent of
corporate senior officers are female,
including one of the top five corpo-
rate Carners.

& HEWLETT-PacKaRrD, Palo Alto, Cal-
ifornia. Carly Fiorina's appointment
tor CEO shows that this company
supports women's advancement at
the highest levels. Chair Lewis Platt
committed himself to the cause a few
years ago, with programs designed
to help promote women from within.
and already the company is starting
to see results,

m LINcOLN MAaTIoONAL corp., Phila-
delphia. A hefty 61 percent of man-
agers are women, but only two of 30
senior corporate officers are, down
from three of 16 in 1994. Still. we're
cheered by its drive to give women
operating experience, At press tine,
the insurer tapped women for two
high-visibility line jobs.

m owEens corming, Toledo, Ohio.
Back in 1994. the manufacturer (think
pink insulation) had only one woman
among its 54 senior officers. Now 11
percent are female, the result of a
concerted effort by a company in a
male-dominated, rust-belt industry.
Quarterly reports track the career
progress of promising women,

= sEARS RoEeuck & co., Hoffman
Estates, Hlinois. A  revamped
women's initiative is barely two
years old but is already yielding
results, The retailer is conducting a
mmpun_v-'.-."id{* study, with the aim
of assuring equal pay for equal
responsibility.



