
EUROPE FACES UNPRECEDENTED DEMOGRAPHIC CHALLENGES.1

Despite rivalling men in credentials, experience, and aspirations—and actually 

working more proactively to advance their careers—women working in Europe trail 

their male counterparts in position, pay, and the management responsibilities 

critical to advancement.
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Does the same “inequality among equals” play out in your organization?

How do you ensure that high-potential women in your organization receive their 
fair share of the critical assignments necessary to advance?
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PARTICIPANTS IN THIS SAMPLE:

• Work in 32 European countries.

• Received an MBA from a premier global business school at   
   least two years prior to the survey.

• Work full-time for for-profit or professional services firms.

• 85% worked at global organizations at the time of survey.15

• 124 Women  (19%).

• 526 Men (81%).

• Average age: 36.14

• From 70 countries.
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