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Gender balance:
A key to better performance
◗ Recent studies
show that
companies with
gender balance

GENDER BALANCE DRIVES PERFORMANCE
WOMEN ACCOUNT FOR:

at every level of
their organization
perform better,
are more innovative
than those without.

60%

FROM THE BOARDROOM TO THE STOREROOM

70%
+42%

$20,000

+66%

billion
of university
graduates
in Europe1

◗ Sodexo: Success
through Gender
Balance Sodexo

of all consumer
buying decisions
in Europe2

12.5%

executives explain
what it means
to position gender
balance at the core
of Group’s strategy
and performance.

on Sales1

of the world’s
workforce5

of the
world

30%

EVERYWHERE IN THE WORLD
Studies have proven
that gender-balanced
companies have
better performances,
both in emerging
and developed countries.

50%

opinion

Women: a new framework
for success

By chance, I happen to have been born
female, and the daughter of a business tycoon.
By choice and desire, I’ve had four
children, and I’ve pursued a high-level
career in management. I have been
incredibly privileged. But even so,
being both a woman and an executive seems to me a constant struggle.
It’s a struggle, first of all, against
yourself. You struggle against the
guilt you feel when you get home
after 8pm (most days) or 10pm (more
often than you care to admit) - guilt
that you’re not spending enough time
with your children. Then you have to
contend with the guilt you feel when
you go on a family vacation - guilt

This is clearly
a struggle
against
stereotypes.
that you’re abandoning important
projects, as well as your team.
When I got my first high-level job
in the 1990s, there were very few
women around me in senior management positions. For executives,
balancing work with family simply
was not an issue: nobody discussed
it. Then, about 10 years ago, Michel

return on
Invested
Capital1

teams are proven to have
the strongest performance3
and engagement rate

of women
on their board of directors
are more profitable1

1–OECD 2012
2–McKinsey
3– Silverstein and Sayre (2009) ‘The Female Economy’, HBR
4–OECD Employment Database 2011
5–World Development Report on Gender Equality and Development 2011

Sophie Bellon, Sodexo Group
Special Advisor for Research,
Development and Innovation;
Vice Chairman of the Board
of Directors

of EBIT
margin2

50%

COMPANIES WITH AT LEAST

40%

of temporary work are
held by women
in OECD countries4

50%

purchasing
power per year
worldwide3

women population men
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+53%

+14%
revenue
growth

for stores and
restaurants
that have a strong
mix of men
and women4

1–Catalyst, 2011
2–Mac Kinsey, Women Matter 2009
3–London School of Economics, 2008
4–Gallup, 2014

We are committed
to inspiring women
worldwide

Landel (now Sodexo’s CEO) arrived
from the United States, where
promoting gender equality in corporations was the norm. It was a
revolutionary move when he organized the first meeting on the topic
with senior management. As French
and European women, we had been
accustomed to dealing with our double lives in silence.
This is clearly also a struggle against
stereotypes. Five years ago, when I
became the Director of a big Sodexo
subsidiary in France, I found myself
- the “boss’s daughter” - surrounded
by 20 men. When I expressed surprise
that no woman was serving on the
management committee or held a
job as Regional Director, I was told,
“That’s no job for a woman!”. That
remark hit deep.
I became committed to a conscious,
deliberate policy of women’s advancement. For every vacancy, ➥

Read page 3

In 2014, Sodexo will
take part in:
_the Women Corporate
Directors Global Institute,
New York, United States,

May 14-15, 2014

_the Women’s Forum Meeting,
Sao Paulo, Brazil,

May 26-27, 2014

_the Global Summit of Women,
Paris, France,

June 5-7, 2014

_the Women’s Forum Global
Meeting, Deauville, France,

October 15-17, 2014
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Gender Balance: A Key to Better Performance

T

here’s a compelling argument
to encourage companies
large and small to tip the
scales in favor of a more balanced workforce. Simply put, gender
balance, at every level of an organization, from the storeroom to the boardroom, is conducive to better performance and innovation.
Balance in the Boardroom
A recent report by Credit Suisse Research Institute examined share price
performance and found that companies with women on their board outperformed those without. The study
monitored 2,400 companies and
found that the stocks of companies
with at least one woman on the board
outperformed stocks of companies
with no women on the board by 26%
over the course of the six years leading
to 2012. The report explains: with
women represented on the board, a
company is more likely to signal strong
performance; demonstrate a broader
range of strong leadership skills; access a wider talent pool; more effectively anticipate consumer preferences; and chalk up a better record for
corporate and social governance1.
These findings are consistent with
many other studies showing that
when women lead, business booms.
For example, Catalyst, a leading research firm that studies women in
business, found that a 10% increase

average quarterly net profits per location that were 19% higher. Sangeeta
Badal, the study author and a senior
consultant at the Gallup research institute, maintains that closing the
gender gap is every bit as important
on the shop floor as it is in the C-suite.
Too often, Badal says, the way hourly
workers perceive their workplace “isn’t
really seen as a close link to financial
performance. I think there’s a stronger link there than people realize3.”

Studies show that the results generated by the diverse teams are better than they are
for the homogenous groups.

in women on the board correlates to
a 21% increase in women in executive
positions. This in turn leads to return
on equity, return on sales and return
on invested capital2.
The View from the Shop
Floor
A strong case for the power of gender
balance among employees is made
by a recent Gallup poll. Gallup examined the gender makeup and financial
results at approximately 800 electronics retailers and restaurants in the
United States. After controlling for
various factors, such as geographic
location and length of time the business had been in operation, the study
found that the outlets with greater

Closing the
gender gap
is every bit 
as important
on the shop
floor as it is
in the C-suite.
gender diversity performed better financially. At the electronics stores
with a stronger mix of men and women, same-store revenue growth was
14% higher on average than at those
without a strong mix. Meanwhile, the
restaurants with better diversity had

Improving performance
collectively
So what is it, generally speaking, that
makes gender balance such a valuable
asset? A 2011 Harvard Business Review study points to the “female factor”, where overall collective intelligence rises in companies as the
number of women increases. The researchers, led by Carnegie Mellon professor Anita Woolley and MIT professor
Thomas Malone, determined not only
that gender diversity is important to
how a group functions and excels but
that women are actually responsible
for contributing to the improvement
of the group’s collective performance.
Research conducted by Professor
Katherine Phillips at Columbia University has shown that majority groups
become more innovative as they increase minority involvement, producing better average outcomes in more
diverse environments. Professor

Factors Driving
Performance
A company with a balance
of women and men in senior
leadersh positions and
on the board is more likely to:
1. signal strong performance
2. demonstrate a broader
range of strong leadership
skills
3. access a wider talent pool
4. more effectively anticipate
consumer preferences
5. become more innovative
Philips explains: “We find that people
who are in the social majority will actually think much more critically about
the problems that they’re working on
when they’re in a diverse group. In a
diverse and inclusive environment,
individuals expect there to be differences in perspectives, they recognize
that those perspectives should exist,
and they work harder to assimilate
different ideas. On average, our studies
show that the results generated by the
diverse teams are better than they are
for the homogenous groups.” ■
1–“Gender diversity and corporate performance”,
Crédit Suisse, August 2012
2–The Bottom Line: Corporate Performance and
Women’s Representation on Boards (2004–2008),
Catalyst, March 2011
3–The Business Benefits of Gender Diversity,
Gallup, January 2014

Sodexo: Success Through Gender Balance

S

ince its foundation almost
50 years ago, Sodexo has
been guided by the belief
that, to create lasting value,
organizations and society must
place people at the center of their
thinking – and that the women and
men in a company must be the real
beneficiaries of its success. This
belief is the cornerstone of Sodexo’s
gender balance strategy. By tapping into the full potential of both
genders, Sodexo is stronger, more
innovative and better at serving its
75 million consumers worldwide.

 y tapping
B
into the full
potential of
both genders,
Sodexo is more
innovative.
At Sodexo, the business case for gender balance is robust. “A big moment
for us was tying [gender balance]
to the growth of the company”
notes Michel Landel, Sodexo’s CEO.
Mr. Landel elaborated on Sodexo’s
strategy at the 2013 Women’s
Forum Global Meeting in Deauville,
France, “the face of our consumers is
changing and we must resemble it,
he pointed out. We know that women

Senior Vice President & Global Chief
Diversity Officer. “While we have
accomplished much, we also know
that we have more work to do to
impact our 428.000 employees in
over 80 countries.”

Michel Landel at the Women’s forum Global meeting in 2012.

account for 70% of consumer spending decisions. So the composition of
our teams must reflect the diversity of the population we serve. And
because 60% of college graduates
are women, we must attract, retain
and engage the best pool of talent in
order to meet our growth targets.”
To promote gender balance throughout the organization, the Sodexo
Women’s International Forum for

Talent (SWIFt) was launched in 2009.
As of 2014, Sodexo has already made
significant progress with women
occupying 43% of the seats on the
Group Executive Committee, and
38% of the board and 23% of the
top 300 managers, with an objective
of reaching 25% in 2015.
“We are proud of our business initiatives to advance women globally”
says Dr. Rohini Anand, Sodexo’s

“Showing ourselves as a diverse
and inclusive company has given
us a strong competitive advantage,”
notes Sylvia Metayer, CEO Corporate
Services worldwide at Sodexo. “Several major clients have cited Sodexo’s
Diversity and inclusion policies and
programs as a key factor in their
decision to partner with Sodexo.
Diversity and inclusion allows us to
build robust offers and solutions that
can only be designed with teams from
different cultures, functions, perspectives, and expertise,” Ms Metayer adds.
Sodexo now also receives requests
from clients and other companies to
share the story of the company’s diversity and to help design and implement
similar strategies.
“We know that if we do it right, we will
have stronger teams” explains Sunil
Nayak, CEO, Sodexo India On-site Services. He adds that gender balance has
led to greater innovation across the
board. Diversity and inclusion initiatives implemented within Sodexo
India include setting targets for representation of women and minorities
in leadership positions. Mr. Nayak

notes that while women held 13%
of leadership positions at Sodexo
India in 2011, that figure grew to
17% in 2013.

 We know that
if we do it right,
we will have
stronger
teams.
Sodexo has received numerous
awards recognizing the company’s
achievements on behalf of diversity
and gender equality balance around
the world. In India, Sodexo received
the 2012 WILL Forum-Best Employers for Women Award and Distinction. That same year, Sodexo in
North America received the Catalyst Award, recognizing exceptional
business initiatives that advance
women in the workplace. And in
2013, Sodexo was recognized by
DiversityInc as the #1 company on
their Top 50 Companies for Diversity List.
Today Sodexo is recognized as a
global thought leader in diversity
and inclusion, and its commitment
is at the core of Sodexo’s brand
promise. ■
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Fixing the “Leaky Pipeline“

O

rganizations seeking to
improve gender balance
and promote the advancement of women are
often confronted with attrition
among women in leadership positions: the higher one goes up in organizations, the fewer women there
are. Researchers call it the “leaky
pipeline” and explain that the issue
is not about getting women into top
positions; rather it is about creating
an inclusive culture free of biases
which allows everyone to reach their
full potential as well as providing the
tools that allow women to thrive at
every step of their advancement.
From the get go addressing this issue
has been a priority for Sodexo. At the
heart of its commitment to gender
balance lies the Sodexo Women’s
International Forum for talent,
(SWIFt). “The idea behind SWIFt,” Sodexo’s CEO Michel Landel explains,
“was to accelerate the attainment of
gender balance within Sodexo,
through personal drive, commitment
and leadership of its high-level leaders.” In 2009, he appointed Dr Rohini
Anand, Senior Vice President and
Global Chief Diversity Officer at the
head of SWIFt, to design, develop
and implement a dedicated strategy.
Dr Anand is today SWIFt co-chair
along with Sophie Bellon.
Twice a year, thirty-four senior executives, representing 15 nationalities, meet up to identify specific
actions and outcomes necessary for
Sodexo to advance gender balance

2011

From left to right: Alberto Ortega, Director of Community Relation Sodexo, Rohini
Anand, Senior Vice-President and Global Chief Diversity Officer, Jennifer Charles,
Catering Manager Sodexo, Diana Stefany Mendoza, Consultant.

Our goal
is to create
an inclusive
culture free
of biases.
and to make it sustainable across
its geographically dispersed footprint. In addition, a six-member
steering committee is in charge of
the day-to-day management and
the implementation of concrete actions. One of SWIFt’s primary objectives is for the company to reach
25% female representation among
the top 300 managers by 2015
(from 17% in 2009), with a focus on

25%*

2015

2014

23%*

2009

17%*

*Percentage of women
in the top 300 managers

women in operational roles with P&L
responsability.
SWIFt’s efforts have led Sodexo to
make tangible progress towards fostering and maintaining gender balance
among the company’s managers.
When SWIFt was created only 260
women had participated in mentoring
leadership programs. As of 2014 that
number has more than tripled to
1,000. In 2009 a mere 10% of operational positions were filled by women.
That number has increased to 17% in
2013. Furthermore, among district
managers, engagement rates for women have increased from 51%1 in 2009
to 64%1 in 2013. Over that same time
period, the satisfaction of those women with regard to gender balance has
increased from 52% to 58%1.
Another of SWIFt’s goals is developing
“gender balance networks” to foster
a culture of inclusion and facilitate
the advancement of women at every
level of the organization. And again,
the numbers demonstrate progress.
While in 2009 only one gender balance network existed, in 2014, there
are a 13 networks with dozens of
regional chapters, contributing to a
global dialogue and collaboration on
the topic of gender balance. ■
1–Source: Sodexo Employee Engagement Survey.

43%

of Sodexo’s group

executive committee
are women
◗ CHINA/ Mentoring
program contributes
to develop a diverse
talent pool
Launched in China, Sodexo’s
mentoring program pairs ten
senior leaders with ten female
mentees. The program fosters
the advancement of women
and boosts gender diversity
at the operational management
level. Pairs work together for
a fixed twelve-month period
of time to achieve specific goals
set for each mentee.

opinion

Sophie Bellon, from page 1

Sodexo’s JOURNEY
TOWARDS GENDER BALANCE

20%*
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◗ INDIA/ Sodexo
recognized among best
employers for women
WILL Forum recognized
Sodexo in India for excellence
in its practices, processes
and mentoring programs
geared towards the benefit
and advancement of women.
“Winning this award speaks
highly of the way we promote
and implement diversity
and inclusion,” says Sunil
Nayak, CEO, Sodexo India
On-site Services.
◗ GLOBAL/ Creating
diverse and inclusive
workplace
Sodexo’s gender networks play
a key role in fostering gender

diversity and a culture
of inclusion that contribute
to the development
of women. They provide
networking opportunities,
build awareness around
gender diversity issues,
share best practices,
and enhance members’
professional and personal
growth. Currently
numbering 13 worldwide,
networks include
“Go-Gender” in Australia,
“Network” in Chile,
“Unis-Vers” in France,
“Wing” in the United States
and “Women Work”
in the UK and Ireland.

➥ I wanted a slate of at least 50%
female candidates. Women can’t
always be found climbing the classic career ladder – you have to look
for them elsewhere. I’ve been warned
that this approach is risky. But what
hire isn’t risky? Being given high-level
executive responsibilities is always
challenging - for men, too. Today I’m
proud to say that out of 13 regional
directors in that French subsidiary
which I directed, 5 are women.
Women must not be afraid to buck
the mainstream model and do
things differently. That isn’t risky,
it’s richness. A woman, even if she
is an executive, may dare to say
she doesn’t understand something.
Saying, “I don’t know - you know this
better than I do,” can be destabilizing at first for teams accustomed to
a traditional, hierarchical approach.
But experience has shown me that
it’s infinitely more constructive.

it is also
about creating
greater value
for the company.
Still, we should be wary of comparing
male and female management styles.
Comparisons rely on generalities,
and from there it’s a short step to
the stereotype. If women managers are often described as warmer,
with greater empathy than men, this
probably isn’t the result of genetic
determinism. Simply, when they
arrive in a new job without models
they can refer to, women may be
more likely to question established
practice. Also, I believe you can be
both warm and effective! Hiring and
promoting women is not just about
personal conviction, it is also about
creating greater value for the company.

◗ europe/ 11 women CEO
AT sodexo

Sweden

Finland

UK

Germany
Ireland

France

Czech Republic
Slovenia
Switzerland

Portugal

Turkey

Ultimately, women need to learn how
to project success, how to speak up
with authority and confidence so
that they are treated equally, when
it comes to promotion, pay-raises,
or everyday encounters. Often, in
meetings, when a woman speaks,
she struggles for her voice to carry
the same weight as her male colleagues. Sometimes when a woman
is told, “We’re considering you for this
promotion,” she falls out of her chair
in surprise. The first thing you have
to do is pick her up and reassure her!
Partly, this is about education and
breaking the established mold, but
more broadly, it’s a social issue that
also concerns men. If male executives
and leaders are not involved in gender
equality – if they are not convinced
that it is a strategic issue for the company - nothing will happen.

 it’s a social
issue that also
concerns men.
In reality, we’re in the midst of a
profound transformation. It extends
well beyond gender, and will, I think,
become a model for other forms of
diversity. Women, who are striving
to reconcile their professional and
personal lives, are building a more
inclusive and sustainable idea of
what constitutes success. Many
measures that were originally
demanded by women – telework,
flexible hours, parental leave, better
work/life balance, and so on – now
benefit men who would never have
imagined pushing for them.
I want to tell the women of today
that leadership jobs are within their
reach. They shouldn’t have to choose
between their work and their private
lives – and neither should men. And
when they get to those executive
positions, my experience has shown
me that they can handle the responsibility and the pressure just as well
as men do.
Corporations also need to embrace
this idea. Gender diversity is not only
a source of balance, it’s the future of
management. Companies, like any
form of society, cannot evolve sustainably if they discriminate against
half of humanity. ■
Originally published in French on Huffingtonpost.fr

◗ GLOBAL/ Brand
yourself with I.D. Me!
Career advancement relies
on how well you brand yourself,
according to I.D. Me!, a
90-minute Webinar initiated
by WiNG (Sodexo USA Women’s
Network Group). Participants
learn how to identify,
develop and leverage individual
strengths to enrich current work
and expand career paths.
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Gender balance: men have their say

Didier Sandoz, Europe
Europe Area President,
Benefits & Rewards Services.

I’ve always been sensitive to
the issue of women’s advancement in the workplace. When I

was offered to become a member of

the Sodexo Women’s International
Forum for Talent, an organization of
women and men executives working
towards gender balance promotion,
I thought this could be a rewarding
experience. This is what originally
drove me to join.
My experience at SWIFt – where
men are in the minority – has really
helped me understand how a woman
might feel in a meeting full of men.
You’re obliged to be more open and
more responsive. I’ve often observed
how women in the workplace ask
more questions, contribute different perspectives and challenge the
status quo. I find that more constructive for a team than to always

developmental goals depend on how
far they want to move up in the company. I have become more aware of
the different issues genders face as
they work their way towards their
personal goals.

Having a balanced workforce is critical to the success
of Sodexo. Developing a more gen-

der- based workforce helps us create
a more balanced pool of executives
that delivers on our values to our
clients.
Currently, I am developing five female
candidates to be positioned at higher
levels in the organization. The program they are following consists of
mentoring sessions with Regional
Vice-President to discuss professional
opportunities as well as training programs to develop their skill set. It is
extremely gratifying to see how the
mentees have grown professionally
and developed their self-confidence.

Ronald gregory,
United States
Region Vice President, Facilities
Management, Campus division

This mentoring program has taught
me that different genders have
different needs. Each employee’s

of an issue and empowers everybody
to make the right decision.

Roberto Delpino, Italy
Chief Financial Officer,
Benefits & Rewards Services
Diversity adds richness to
the workplace. A diverse team

makes it possible to consider each side

be looking for a consensus. In my
30 years at Sodexo, I’ve seen real
progress being made, and women are
increasingly well represented in our
management teams. But still today,
the higher the position, the fewer
female candidates we see. I think
we need to ensure that we always
have as many female candidates as
male. And a challenge we all need to
overcome, especially us men, is not
only to make that possible, but also
to encourage women to seek out the
senior positions they so deserve. As
a father, too, instilling that drive in
my daughters is a matter close to
my heart.

I manage my gender-balanced team by
focusing on simple principles that are
easily shared and understood: expertise, reactiveness, integrity, transparency and the achieving of results; and,
as often as possible, I check in with my
team to ensure that my own behavior
meets these principles. Each one of
my team members, men and women
alike, work well together because of
strong mutual trust and respect for
one another. To maintain this harmony and keep a keen focus on our

The biggest challenge I face today
is finding a gender-diverse pool of
employees who are attracted by the
Facilities world. The facilities industry is still mostly dominated by men
who have spent their career working
in this field. We need to continue to
find the talents – inside and outside
of the company – and develop them
to become our leaders of tomorrow.

business objectives, positions are
assigned according to skill and merit.
Merit and skill have no gender and in
the last years, I promoted three new
managers who embodied best the
guiding principles. All three of them
happened to be women.
Although prejudices or biases about
women still remain in the workplace
– for example with regards to maternity leave – I have never encountered
serious issues in my team. As a manager, it is my job to understand the
needs of all employees and find
effective solutions.

business. By promoting an inclusive
workplace that leverages our different strengths, we benefit from a
definite competitive advantage in
the marketplace. Networks also help
us generate the right contacts and
maintain the dynamism we need to
be successful.

Erik Kocken Wennerholm,
Sweden
Director, Head of Large Accounts

I am a strong believer that
equality and gender-balance
are better for business. My

own extended management team
within the Corporate Services, Large
Accounts division is fully gender-balanced. This diversity offers us new
perspectives, increases our energy
and creative spirit. This in turn drives
the feeling of cohesiveness and collaboration within the team.

Furthermore, we must overcome the
perception that leadership comes in
one shape. If we are all the same,
with the same background and experiences, we cannot progress. I see
a great value in gender-balanced
teams – the world itself is genderbalanced and in particular our clients
and consumers.
Gender balance has become commonplace at Sodexo. We naturally
hire based on experience and skills,
we empower our managers and
promote based on performance –
regardless of gender.

One of the reasons why I sponsor
the Sodexo Female Network in Sweden is simply because it is good for

Michel Landel, sodexo’s CEO,
and other world-renowned
leaders share their views on
the benefits of gender balance.
“I am proud of the
work accomplished
with Sodexo. I am
convinced that by increasing
gender balance throughout
the company, we are
slowly changing mindsets,
behaviors and work
methods. This is making
us both a better place
to work and increasing our
performance. Nevertheless,
I recognize that this takes
time and that we need to
maintain our determination,
efforts and investments
to avoid regressing.”

Interview

Mixed Double: a Winning Team
The French Open, the Tour de France, the Davis Cup and more:
Isabelle Langolf and Laurent Hétet manage world-renowned
events for Sodexo. The pair tells us how they’ve turned their
differences into strengths.
Do you find that working
with a partner of the opposite
gender is a plus?
✦ IL: Yes, it is a plus—when you
take the time to get to know
and understand one another. And
in addition to our different genders,
we both came from contrasting
backgrounds with varied experiences.
✦ LH: Yes, it is an advantage because
we quickly learned to understand
and respect one another, and to make
the most of the yin and yang of
our partnership. I’ve been at Sodexo for

more than 25 years and I come from
the front lines—the kitchen. Isabelle
has extensive experience in logistics
and administrative management.
What is your greatest
strength as a team?
✦ IL: How we complement one another.
Our different perspectives, personalities
and backgrounds mean we often have
different takes on how to address certain
issues. Nowadays that’s a strength—
we’ve become very close and when
we make a decision, we always make
sure we are on the same page.

✦ LH: When we meet with a vendor
to buy a service, for example,
we negotiate more effectively because
of our complementary skillsets.
And we are always exchanging ideas
so we never get stuck in a rut.
What are your proudest
achievements to date?
✦ LH: Our clients are very satisfied.
They, too, value our complementary
perspectives.
✦ IL: When you work on high-profile
events like the Davis Cup, it’s
important to stay humble. We realize
that we don’t influence the attendance
numbers for these big occasions.
But when it comes to taking care
of spectators, VIPs and players,
we know that together we make
a difference. ■

Read more on Quality of Life Observer, a Sodexo digital hub open
to expert contributors and organizations proactively engaged in
improving Quality of Life.
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