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WHAT
WOMEN WANT

In 2018, women graduate from college in greater numbers than men, and we account
for just as many entry-level hires—with pretty equal salaries. But mid-career, around
the time that many women start families and/or could pursue upper management
roles, we stall. On average, our numbers fall off—the number of hours we continue to
put in, the number of dollars we get paid, and the number of us represented in the
board room. There’s even some confusion tangled up in the terminology. For example,
a company might compensate workers equally for the same jobs (pay equity). But if
most of the executive positions are filled by men, there’s likely still a gender pay gap
(which compares the average of men’s salaries to the average of women’s). So women
need to fill more leadership positions. And to get there, we need mentoring, executive
coaching, helpful networks, and respect in the workplace. To stay there, many require
flexible schedules and higher salaries to afford help at home. Promoting women is
an investment with a great return: Studies show that companies perform better when
they have women calling the shots. We interviewed dozens of successful women about
their rise to the top, how they got there, and what still needs to change.
Edited by Erin Meanley Glenny
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IN THE BOARDROOM: REAL WOMEN, REAL ADVICE

On having a seat at the
table… “At my last company, I was invited to the

board meetings. The entire board was significantly
older men. I was quiet and newer to the company.
They’d bring the food in those meetings, and before
I knew it, I was passing out food and people would
wait for me to do it. I realized one day that passing
out food is certainly not going to help me become a
powerful player in the room.
So, when the food would come to the table, I
would leave the room and give them time to sort it
out themselves; and then when I came in I might
not have had my first choice of entrées, but I was
no longer the person who immediately fell into the
secretarial/maternal mode. It was a very deliberate
decision I made to make sure I was equal to everyone
else, even if I was younger and the only woman.
Eventually I gained a lot of influence and would often
participate or lead those meetings.
Now, if I observe that type of [serving] behavior, I
will quietly pull them aside and point it out or ask a
man to go serve, because now I’m in a position where I
can control the room a little more. Those cues matter.”

On gaining credibility… “HR is by far the

function where you have the most female representation.
Over 60 percent of HR executives are women. That doesn’t
mean you have respect at the table at the C level. Early
on, at previous organizations, I had to get over that I was
the only woman. I had to learn the strategic aspect of
my role, to move on from—not necessarily an emotional
place, but a soft place, and a ‘people perspective’ only.
That meant positioning my function with the group: here
are my recommendations, here’s how it’s going to drive
the business, here are the tactics to do that, and then
demonstrating success and providing metrics along the
way. That’s what I had to learn to gain credibility. You have
to connect it to the business. Otherwise, it’s a great idea,
but how does it drive the business?”
— S H E RY L ROLAN D , V ICE P RE S ID E N T OF H U M AN
RE S OU RCE S , S M ARTD RIV E

—LY N N H E R R IC K , G ENERAL COUNSEL,
C H IE F H U MA N R ESOURCES OFFICER
AN D C O R P OR AT E S E C R ETARY, GREATCALL

On being skipped over… “If
somebody else had a PhD and an MBA at 29 and was
starting a company, I would have thought they were
ambitious and successful. I was hearing things like
‘Oh, sweetheart, who’s going to run the company for
you?’ Um, excuse me? When I was the CEO [of Cypher
Genomics, which she sold to Human Longevity], you
shake hands at the beginning of a meeting, and I
would be skipped over because they thought I was
an assistant or didn’t know what I was doing there.
It was super frustrating. I think a lot of it is totally
unconscious bias. I filed it away, a kind of motivation
like, ‘I’m going to show you that you’re 100 percent
wrong about your assumptions and you’re going to
wish you had a chance to invest in my
company.’”
—A S H LE Y VA N ZE E LAND, PRESIDENT,
YARA BIOSCIENCE

On becoming a leader… “The
advice I would give a young leader is to be
vulnerable. You don’t have to know everything.
Being inclusive and asking for people’s opinions
and ideas is not a sign of weakness; it’s a sign
that you know how to empower your team. I also
believe that’s a big difference between men and
women. As you sit in a leadership meeting, men
have no problem asking questions or challenging.
Women start their sentences with ‘I hear you, I
understand.’ A man comes off as just talking to
get to the bottom of something. It’s not fair, but
it’s the reality.”
— SARAH JENNINGS,
V IC E P R E S ID E N T OF SALES, CLASSY

BUZZWORD

How I’m
Empowering
Women in
the Workplace
Council President Pro Tem Barbara Bry
reveals how her own #MeToo moment
and workplace inequality have driven
her to make a change in San Diego

I

As told to Erin Meanley Glenny

I grew up in the ’60s. My parents got divorced, and my mom went to work
full-time in an ad agency where she was paid less than the comparable
men and there was nothing she could do about it. She went to buy a
house she could afford but still had to get a male friend to cosign on the
mortgage. So I grew up seeing the importance of empowering women.
My mom, Adelaide Bry—I’ve always kept my name partly in honor of
her—was very successful in the business world and then became a
very successful psychotherapist and author. I went to Harvard Business
School and graduated in 1976, at a time when few women were going to
business school anywhere.
When I was in my 20s, I was a reporter at the Sacramento Bee. I
covered economic issues in state government, and a senior Brown
administration official (this was Jerry Brown’s first term) would call me at
night wanting to come over. I never told anybody—I didn’t tell the Bee, I
didn’t tell my girlfriends, I didn’t complain to the Brown administration, I
just figured it was something I had to deal with as best I could.
At the Bee and then at the LA Times, I never thought to negotiate
my salary. I was afraid. I thought if I asked for more, the offer would be
rescinded. I later found out that the men asked for more—and got it.
And I think I was, like, the second reporter at LA Times to have a
baby. When they didn’t allow me to work part-time, I quit. It was the best
decision in my life. Because of that I ended up in the tech world. I went to
work with one of the founders of Connect, and many years later at Voice
of San Diego.
Because of my mom, I started Athena to empower women in the tech
and life science community, I started Run Women Run to elect San Diego
pro-choice women, and I served on the board of Planned Parenthood.
A lot of my life has been about empowering women in business, health
care, and politics.
As the #MeToo movement unfolded, I started thinking about what
we could do here in San Diego. Earlier this year, I called together the
leaders of Athena and Run Women Run and the Lawyers’ Club (which
is the Women’s Bar Association). One woman said, “It’s not just about
sexual harassment, it’s also about pay equity.” So we formed the
Workplace Equity Initiative. The acronym is “WEI” because we are all
in this together—women and men, employers and employees, business

and nonprofit, government; lots of different employers.
The goal is to bring together a diverse group of San Diegans to raise
awareness of sexual harassment and pay inequity, to equip those in need
with the tools to address the issues, and to develop a code of conduct
for San Diego employers. I view this as a public-private partnership,
because I want to demonstrate that we can do something meaningful
without passing a law.
We’ve held two workshops. In the room were 50 to 60 people that
represent a microcosm of the San Diego economy. People in big and small
business, the military, someone from Biocom, chamber of commerce
members, a representative of hotel works, one from the building trades,
we all talked about what should be in the code of conduct.
The third workshop is in September to finalize the code, which is like
a Good Housekeeping seal of approval for a company to adopt. One of
the steering committee members had a vision of having 100 employers
in a room signing the finalized code of conduct because they understand
that having a workplace that holds these values is going to be important
in attracting and retaining the best talent.
People are afraid to go to human resources because they don’t view
it as necessarily being their ally. HR is paid by the corporation. That’s
why we’ve asked the Lawyers’ Club to develop a set of online tools
and resources where men and women can go to see how they should
proceed if they believe they’re a victim of sexual harassment or pay
inequity.
Someone has said, “How are you going to hold them accountable?”
Well, we’re going to count on all of us to hold one another accountable.
You need laws for things like increasing the minimum wage or regulating
short-term vacation rentals. We do already have laws against sexual
harassment. Some things I think are more effective coming from the bully
pulpit and societal pressure. This is one of them.

GLASS CLIFF: The higher likelihood of women being promoted to leadership when a company is in crisis—in other words, breaking the
glass ceiling at the moment they’re most likely to fail in their new role. Coined by Michelle Ryan and Alex Haslam, a current and former psychology professor at the
University of Exeter, respectively. Source: Harvard Business Review
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C O M P E N S AT I O N : R E A L W O M E N , R E A L A D V I C E

On discovering my worth…

“In 2005, I was sitting at a bar in New York with
one of my biggest advocates and mentors. He
pulled out his pay stub and showed it to me. The
check was for mostly the whole year. It was far
more than what I was making. It was far more
than I thought even possible. I remember when I
later hit that amount. I’m not sure I would have
asked for raises or promotions if he hadn’t shared
that pay stub with me. Often women are not in
these conversations about what’s possible. We
need to talk about money more and help women
know what is possible.”

On negotiating a raise… “As a young
manager, I realized I was underpaid and making
less than my male counterparts and junior male
colleagues. I approached my manager with my
résumé and asked him a few questions, including
‘Do you think I’m underpaid?’ and ‘Do you think
I’m an A player, or should I take the calls from the
competition?’ I negotiated my way to a fair salary
and compensation.”
— D AN A ALLIG OOD , S OU TH E RN CALIFORN IA
M ARK E T E X E CU TIV E , BAN K OF AM E RICA

“I’M NOT SURE I
W O U L D H AV E
ASKED FOR RAISES
IF HE HADN’T
S H A R E D H I S PAY
STUB WITH
ME. OFTEN WOMEN
ARE NOT IN THESE
C O N V E R S AT I O N S
A B O U T W H AT ’ S
P O S S I B L E .”

On asking for pay parity…

“After working at Illumina for 10 years, I decided
to stand up for myself and ask my manager
to do an adjustment in salary if there was any
difference between my peers and myself. It was
one of the hardest things I have ever done. Before
having the discussion, I practiced what I wanted
to say multiple times in front of the mirror. I was
surprised: He accepted my request and thanked
me for knowing it was my career and if I didn’t
care about it, no one would.”

80%

AMOUNT EARNED BY
S A L A R I E D W O M E N C O M PA R E D
TO MEN IN 2016
Source: US Census Bureau

— I D A KH O D A M I , A SSO C I AT E D I R EC T O R O F
G L O B A L O PER AT I O N S, I L L U M I N A

—DEANNE STEELE,
MA N A G IN G D IR ECTOR, U.S. TRUST

On taking time off—and being
audited for it… “I had taken three
weeks off of work to get married and embrace
a two-week honeymoon with my new husband. I
worked extremely hard for over a year to be able to
take this time off worry-free.
Little did I know, while I was away my company
put my business through an audit to ensure that I
really was capable of such success. It was not until
I returned that my boss told me what happened,
and how they thoroughly investigated my work
prior to paying me.
Working very hard and with integrity in order
to take the time off and earn a hefty paycheck was
something I was very proud of. However, knowing
I was doubted really discouraged me and made
me feel less valuable than I thought I was to my
company. It was humbling. It taught me to never
get too confident but to still be grateful for my
individual accomplishments.”
—LARA SCHULTE,
C O FOU N D E R , GENERATION.M OM

What Women Earn

NAME: Erika Bohorquez

NAME: Molly Chase

AGE: 34

AGE: 28

TITLE: San Diego

TITLE: Chief of Staff,

Police Officer,
Southeastern Division
SALARY: $97,476
BACKGROUND: Bohorquez

served in the US Navy
for four years before
becoming a police
officer (she’s currently a
reservist).

AVERAGE DAY: “One minute

On when to ask for a
promotion… “Don’t ask for a promotion

until you’ve completed a professional development
plan. This should be a living document you
update regularly with your supervisor and
mentor, detailing what gaps to close and
milestones to achieve for your next promotion.
You must advocate on your own behalf to have
continuous professional growth, and it is your
responsibility—not your manager’s—to vouch for
your progression. Generally speaking, you are
promoted when the company requires the role
and/or you are already performing at a higher
level. Don’t be shy about your ambitions. Ask what
the company growth plans require and what you
need to accomplish to move up.”

I could be assisting on a
major fire, the next minute
on a traffic accident.”
BOHORQUEZ HAS
A NUMBER OF
CERTIFICATIONS that

take her job in many
directions: She’s a certified
Psychiatric Emergency
Response Team (PERT)
officer and could be called
on to assist a mentally
ill person in crisis. She’s
also certified to assist
Department of Homeland
Security agents as a
Spanish translator in
cases involving narcotics
trafficking.

Office of San Diego
District 3 Councilmember
Chris Ward
SALARY: $108,000
BACKGROUND: Chase

graduated from University
of Southern California with
a degree in international
relations. She was director
of appointments for former
Mayor Bob Filner and stayed
on to work for Todd Gloria
during his tenure as interim
mayor and in his council
office. She was Ward’s
campaign manager in 2016
and has been his chief of
staff since he took office.
AVERAGE DAY: Chase
manages a staff of eight
and helps Ward with policy
priorities, like initiatives
to address homelessness,
District 3 infrastructure
improvements, and a
citywide ban on Styrofoam
containers that Ward
proposed in June.
CHASE IS THE YOUNGEST
CHIEF OF STAFF to serve

in San Diego’s largest city
council district.

—D AWN B A R RY, COFOUNDER AND
P R E SIDENT, LUNA DNA

BUZZWORD

NAME: Tiffany Fox
AGE: 42
TITLE: Communications

Manager, UC San Diego
Moores Cancer Center.
Fox also teaches a course
in science writing at
UCSD Extension and
does freelance book
editing, blogging, and
proofreading.
SALARY: $92,000
BACKGROUND:

Fox was a reporter
and columnist with the
San Diego Union-Tribune
for nine years and a media
specialist at UCSD’s
Qualcomm Institute/Calit2
for 10.
AVERAGE DAY: Fox spreads

the word to physicians
and staff about what’s
happening inside Moores
Cancer Center and beyond.
“Then I go home for a
second shift as a mom,”
she says.
FOX IS ALSO A MOORES
CANCER CENTER PATIENT,

having undergone
treatment for breast
cancer in 2013 and 2014.

Seven San Diego women get transparent with us—about salary, how
they got where they are, and what motivates them. Compiled by Kelly Davis

NAME: Jamie Adams
AGE: 36
TITLE: Head Certified

Athletic Trainer,
Cuyamaca College

NAME: Cynthia

Morgan-Reed
AGE: 44

TITLE: Owner,
Morgan Reed Law

SALARY: $64,500

SALARY: $484,188

BACKGROUND: Adams

BACKGROUND: Morgan-

has a bachelor’s in sports
sciences and a master’s
in educational leadership.
She’s also a certified
athletic trainer and holds
a National Academy
of Sports Medicine
Corrective Exercise
Specialist certificate.

Reed, who’s been practicing
law for 19 years, earned her
JD from the University of
Notre Dame and worked as
a city attorney for Oceanside
and San Diego before joining
a large national firm and then
starting her own practice.

AVERAGE DAY: She

on land use, real estate,
and lobbying. “I work from
home, so my commute is
perfect,” she says. “I work
till 5, when my husband
brings the kids home. Then
it’s playing, feeding, and
helping my husband put kids
to bed. Back at computer
at 7:30 or 8 p.m.,
if necessary.”

oversees 11 different
Cuyamaca College sports
teams, handling injury
evaluations and rehab
programs.
ADAMS HAS BEEN A
VOCAL ADVOCATE in the

push to require California
athletic trainers to be
licensed like any other
medical professional.
Right now, California is
the only state in the US
that doesn’t require such
a license.

AVERAGE DAY: She focuses

SHE’S ALSO CO-LAUNCHING
VANST LAW, a virtual

firm that “will cut out
the traditional law firm
overhead costs and be
transparent with attorneys
about their benefits and pay
distributions,” she says.

NAME: Tessa Lee
AGE: 32
TITLE: Medical Examiner

Investigator

SALARY: $68,000
BACKGROUND: Lee, who
earned a bachelor’s degree
in criminal justice while
driving transport for the Pima
County Medical Examiner in
Arizona, has been on the job
for 10 years—four of them in
San Diego.
AVERAGE DAY: Doesn’t

exist. Lee could be
opening a case on an
elderly person with no
obvious cause of death,
working on a homicide, or
tracking down the families
of John and Jane Does.
IF LEE LOOKS FAMILIAR,

it’s because she was in
the 2014 documentary
series Borderland, about
the Pima County Medical
Examiner’s grim task of
identifying migrants who
die crossing the border.

NAME: Nikki Helms
AGE: 46
TITLE: Perinatal Educator,

Scripps Health; Postpartum
Doula; Licensed
Phlebotomist, EMSI; Senior
Student Midwife, Acorn
Community Birth and
Wellness Center
SALARY: $25,000
BACKGROUND: Helms

started working as a doula
in 2003 and decided to
further her education and
pursue a career in birth and
postpartum care.
AVERAGE DAY: As a mobile
phlebotomist, Helms makes
house calls. While in the
car, she’ll take phone calls
from birth center clients.
In the evening, she makes
dinner for her family before
heading out to teach birthpreparation classes.
HELMS SAYS HER WORK AS
A BIRTH DOULA made her

aware of the knowledge
gap between the childbirtheducation world and the
postpartum-care world—
and the need for better
postpartum care, especially
for women of color.

What makes it so difficult to discuss what we earn? Go to sdmag.com/whostheboss to hear reporter Kelly Davis talk through her findings.

READY,
SET,
NEGOTIATE!
The American
Association of
University Women is
on a mission to train
10 million women in
salary negotiation by
2022. They want to
close the pay gap—as
well as the leadership
gap—by 2030.
“It’s about arming
individuals,” says
CEO Kim Churches.
“Women are not
taught the same
level of skills in how
to negotiate as their
male counterparts.”
WorkSmart is
AAUW’s salary
negotiation program
for people in the
workforce. “We give
you the soft and
hard skills needed
to make sure you
can articulate your
personal value and
have an arsenal of
persuasive responses
in addition to market
research,” says
Churches. So far
they have trained
about 17,000 women
around the country
per year.
To see these
workshops in San
Diego, Churches
recommends
reaching out to your
elected officials. In
the meantime, check
for a free course at
salary.aauw.org.

STICKY FLOOR: What keeps women in low-paying, low-mobility jobs with little opportunity to advance.
Coined in 1992 by Catherine White Berheide, a professor of sociology currently at Skidmore College. Source: The Christian Science Monitor
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WHAT HAPPENS WHEN A COMPANY GOES

Why does a gender
pay gap exist?
“It’s Complicated”
San Diego Magazine Editor in Chief (and mom) Erin Meanley
Glenny talks with UC San Diego economics professor
(and mom) Kate Antonovics to break down the crucial question
ERIN MEANLEY GLENNY:

So… it’s 2018. How did we get here?

In the 1980s, women were earning
something more like 62 cents for every dollar that a
man was earning. In 2010, that number was closer to
80 cents. So the gender pay gap has been shrinking.
It used to be the case that a large part of it could be
accounted for by differences in schooling and years
of experience. Now young women are more likely to
have a college degree than young men. What matters
is the difference in industries and occupations men
and women are choosing. For example, if you look
at the gender pay gap within an occupation, women
earn close to 92 cents for every dollar a man earns.
This is where the debate gets really, really heated.
Very conservative people say, “The reason women
earn less is they choose to go into lower-paying
occupations and industries. They would rather be
teachers. They don’t want the high-stress Wall Street
work environments.” There are also societal and other
factors that may account for that. If Wall Street is the
“old boys’ network,” then maybe they think it’s going to
be a very unwelcoming environment. The other side of
the debate says, “No, men and women have the exact
same preferences and they face different constraints.
The whole reason they’re earning less is because
companies and society are discriminating.” The truth
may be somewhere in between.
It’s also the case that women are often choosing to
work fewer hours than men are. A number of studies
strongly suggest that the gender pay gap really opens
up when women have children.
KATE ANTONOVICS:

47
EXTRA
DAYS
IS HOW MUCH WOMEN
PA I D H O U R LY W O U L D
H AV E T O W O R K I N
2017 TO EARN AS
MUCH AS MEN

EMG: If we’re closer to 92 cents on the dollar, then is the
pay gap overstated? Are there other places where we
need to put our attention?

This is not about women not being smart, motivated,
or hard working. Their educational attainment is now
higher than men, and yet their success in the workplace
is lower. That’s a mystery. We as a society ought to be
interested in understanding what’s going on.
There’s a fascinating study at Harvard Business
School that looked at the differences in how single
and married women state their ambitions, and how

KA:

that varied depending on whether it was public or
private. The women who were married expressed
equal levels of ambition regardless of whether or not
they thought their classmates were going to observe
their statements. Single women responded really
differently—they expressed much less ambition when
they thought their classmates were going to be able to
see the results of the survey. Women who are single
feel they can’t express their levels of ambition because
it might hurt their chances on the marriage market.
That’s the interpretation, and it’s an example of how men
and women face very different constraints. The men, by
the way—their levels of ambition were constant.
Whatever is going on, it’s pretty complicated. I don’t
think we fully understand it yet.
EMG: In so many of the interviews I’ve done for this
piece, it seems there is one point in women’s lives
where they get really tripped up because they are
either pregnant or they’ve stopped working altogether.
The Gallup report Women in America says, “Kids are
a company’s greatest competition.” But when women
want to return to working, they can’t get back into their
industry. I don’t see a solution.

You’ve hit the nail on the head. I believe a very
large part of the gender pay gap is related to children
and what’s happening in the household. There’s
considerable evidence that women do far more
housework than men do. As a working woman with
kids, I see it all the time. The advice I give my female
graduate students is, have really frank discussions with
your partner about what’s going to happen when kids
arrive. If you want to work, that really needs to be part
of the conversation. You need a partner who’s going to
say, “Okay, I will take half those doctor appointments
and half those dentist appointments. I will share in this.”
I ask myself, “What would a man do?” all the time.
Would a man worry about getting a Christmas present
for his kid’s kindergarten teacher? And the answer is no,
he would never do that, and so I don’t have to do that.
Don’t hold yourself to higher expectations than men
would hold themselves. Otherwise, we make ourselves
miserable. The research does support that.

KA:

I think if you want to work, you either have
to live near family or be able to make enough
money to afford help. Otherwise, you’ll hit a wall.
You can’t have kids and work and not be earning
a lot of money and not have any support.
What do women and men need to do to
change the home dynamic?
EMG:

Have men change their expectations about
what they’re going to be doing around the
house. For women to achieve equity, men have
to change, too. Unfortunately, I think it’s going to
be on the women to keep pushing forward.

KA:

EMG: Do you ever look at the economics of
maternity leave?

Yeah. There’s the school of thought that paid
maternity leave doesn’t always help women. It
may make it more costly for employers to hire
women, and so it may decrease their chances
of being hired. Within academia, a lot of faculty
members, men or women, are eligible for
parental leave. A lot of people think that when
male faculty members get it they use it to write
papers and publish more. You have this policy
that seems like it’s going to be really equitable.
In fact, because of gender dynamics in the
household, it doesn’t end up operating that way.
A really interesting paper suggested that when
women have kids, their hours fall and their pay
never recovers. This idea that you can have it all
is not really pouring out in the data.

KA:

EMG: A recent issue of Glamour said women
make less, save less, and live longer. That’s
pretty bleak. Where are the areas of hope?

Well, we are making progress. Women’s
labor force participation, especially of married
women, has gone way up over time. The pay gap
has gone down. Women’s college graduation
rates have gone way up. People are more aware
of the issues. I don’t feel pessimistic about it at
all; I just think that there’s a fight to be fought.
But I don’t think it’s a hopeless fight.
Another interesting thing. As a man, if your
mother worked, then your wife is more likely to
work. Society does come into play. My daughter
once asked me why I don’t volunteer at school
as much as some of the other mommies. It’s like,
wow, I’m getting it from my daughter! I didn’t
blame her for it. It was remarkable to me that
these pressures come in from all angles.

KA:

EMG: And from the daycare lady who said, “What
time are you coming to help blow out candles
for your son’s birthday?” and I said, “Is this what
the other moms are doing?”

What would a man do? You always gotta
keep that mantra.

KA:

S A L A R Y T R A N S PA R E N T ?

SHE UNDERSTOOD HER
WORTH … “I started at Seer

Interactive as an account manager.
The salary they offered was a
little higher than my last [digital
marketing] agency. I didn’t negotiate;
I thought what they were offering
was definitely fair. I was promoted to
senior account manager three or four
months prior to the company-wide
launch of salary transparency, in
November 2016.
Our HR department had to
identify all the roles in the company
and the five or six skill sets that
are the bare minimum to fulfill that
role. With that, they could crossreference with PayScale and other
industry benchmarking tools.
It was definitely interesting
knowing what everybody’s salary
ranges were. I was most surprised
by how little our directors and
senior-level people made. For
senior account managers in San
Diego, the range is wide, a $40,000

…AND SHE WAS
EMPOWERED TO THROW
TABOOS OUT THE WINDOW.

“I had a miscarriage at work. My
husband picked me up, and I just
left. I messaged my manager
later that day and he replied in a
thoughtful and meaningful way.
He told my team members I would
be out; I started telling them why
I wasn’t being reliable. My other
team lead was just as great. The
team started taking projects off
my plate, and took some of their
personal budget and gave me a gift
card to a spa.
Later that week, in a thread
celebrating International Women’s
Day, I sent an email that technically
the whole company can see—180
people, which includes the
Philadelphia office—the president
and the founder, down to interns
and new people.
I received about 75 responses,

difference. That’s how the industry
averages were mapped. They look
at so many different skill sets as
well as industry tenure, but if you
fell somewhere down the middle,
you were probably in a good spot.
Right off the bat, I actually saw
about a 4 percent increase in my
salary, which is pretty cool.
It gave me a better
understanding of where I stood in
the company and what skill sets
I have to check off in order to get
promoted. We can be empowered
to ask for raises when they’re
appropriate, and to calculate
that for ourselves. They
wanted us to feel
like we could ask,
versus feeling like
we had to jump
ship. I felt more
informed.”
— LA UR E N
B UR GO NI ,
SEN I OR S E O
A CC O UNT
M A N A G ER , S E E R
I N T ER A C TI V E

from flowers to women telling
me they’d had miscarriages or
male coworkers saying they went
through it with their wives.
The transparency of salaries
gave proof in a different vertical
that it would be acceptable to talk
about this situation. Wil Reynolds,
the founder, had put out a blog post
saying, ‘I was afraid to pull men vs.
women salary data at my company,’
and the way that he expressed
feeling vulnerable in that situation
is what led me to share. His taking
a leap regardless of what the data
might tell him was inspirational
and encouraging. I could tell my
story knowing the
founder could also
talk about being
vulnerable in
order to support
women.”
— KI M B A R WI S E ,
SEO A C CO UNT
M A N A G ER , S E E R
I N T ER A C TI V E
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On finding my voice…

“I finished
my undergraduate and master’s degrees from
MIT in an accelerated way, and at 22, was the
youngest-ever product manager at my company.
Being female and young, I was always shy about
asking for a raise, asking for a better project,
asking to be involved in the next big things, etc.
My sister told me that doing excellent work is not
enough; to get ahead you need to speak up and
ask for what you want. This was not easy for a
shy 22-year-old, but I decided to take her advice.
I promised myself that every meeting I went to, I
would speak up at least once. I immediately saw
positive results and impact. I started asking for
more growth opportunities, and my lightbulb
moment was when a manager told me ‘Oh … I
never knew you would be interested,’ and then put
me on the project.
I got to be the product lead for the HiSeq X Ten
because I was persistent in asking to get involved
in launching a product in the sequencing market.
The launch of the HiSeq X Ten system was the
most successful in the history of Illumina. It can
sequence up to 16 human whole genomes in less
than three days at a cost of $1,000 per genome;
compare this to 2003, when it took 13 years to
sequence one human genome and cost about $2.7
billion! That’s 1,581 times faster and 2,700 times
cheaper.”

On demanding respect… “Everyone is coming from a
different place; sometimes it’s not from your perspective, and that’s where
conflicts or challenges happen. I’ve had team members, both men and women,
who have never reported to a woman before. They approach me differently
than they would a male supervisor. As women, we shouldn’t be expected
to tolerate that kind of behavior. If someone comes and says something
disrespectful or rude, would that person ever say that if their supervisor were
a man? That tone would never come across. And I’ve had to call them out and
say, ‘Look, at the end of the day, the buck stops with me. I’m the supervisor, this
is my project, and you need to approach me differently.’ It’s not always easy.
Everyone has a story, a background; sometimes we need to put ourselves in
their shoes. The more you try to understand their position or reaction, the easier
it becomes to deal with the stress. Every time I’ve stepped back and said, ‘What
is really going on here?’ I’m able to find a resolution.
People like to get into the weeds of what their work is,
“ I ’ V E H A D T O S AY,
their contribution is, and make it all about them. And
‘LOOK, THE BUCK
you have to yank them back and really address the
S T O P S W I T H M E . I ’ M issue. It’s not a personal thing. They’ll take you giving
T H E S U P E RV I S O R ,
constructive criticism as saying they’re not competent
T H I S I S M Y P R O J E C T, in their job. I would say, ‘No, it’s not about competency,
AND YOU NEED TO
it’s about being more diligent about your work.’ For me,
APPROACH ME
it’s separating what’s personal about the situation and
D I F F E R E N T LY.’ ”
what’s the real issue.”
—SUSIE HARBORTH, CHIEF OPERATING OFFICE R, BIOLABS
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On body language… “I’ve been
working with an executive coach for the last two
years. Early on in my career I got feedback on
how I came across at meetings, and it wasn’t
necessarily the words I was choosing, it was the
tone I was using. It was the body posture. So I will
very rarely cross my arms in any situation—it
comes across as combative, rather than open.
I’m constantly sitting in meetings with my
hands by my side or on the table; I’m very, very
aware of where my hands are, as well as my
facial expressions. When I start to feel myself
get defensive about something, I have to be very
conscious of the tone of my voice, to make sure
that I’m coming across as truly wanting to solve
the issue and not taking it personally.”

“All I wanted was to help alcoholics and addicts
find a new way of life. In the ’70s Dr. Tom Rusk
wanted to hire me to advocate for drug-free
workplace policies to companies. Initially, I told
him I didn’t think the San Diego business world
was ready for a woman to do that kind of work,
and he might want to look at having a man do
it instead. This was 45 years ago, and San Diego
business was still very much a man’s world (as
was the rest of the country). The minute I got in
my car to drive away from that meeting, I thought,
‘Why did I turn that job down?’ I wrote him a
letter that he still has to this day: ‘Dear Dr. Rusk,
I must have been out of my head, because I am
the only person who can do that job for you, so I
would like to re-interview with you.’ He graciously
interviewed me again, and I went to work for him
for about five years.
I later formed a nonprofit corporation to
meet the needs of people with substance abuse
disorders. We now serve 11,000 individuals a year.
Can you imagine? If I hadn’t stopped myself from
being intimidated, we wouldn’t be serving all
those clients who need us today!”
— J E AN N E M CALIS TE R, FOU N D E R AN D CE O
OF M CALIS TE R IN S TITU TE

myself, I had to gain the confidence to distinguish
the nuances of working for my clients as opposed
to working with my clients. I wanted to establish
a four-day in-office workweek, but was nervous
clients might not feel confident about this. I
gradually came to the realization that this
was not something I needed to ask for—it was
something I needed to set forth as the head of my
own firm. I sent an email letting clients know this
was the new procedure, and although I was not
physically in-office on Fridays, I was still available
and all time-sensitive matters would be handled.”
— G G B EN I T EZ , C EO , G G B EN I T EZ &
A SSO C I AT ES PU B L I C R EL AT I O N S

Why She
Said # MeToo

Years after experiencing terrible abuse from
her mentor, researcher Jane Willenbring spoke
up for accountability in the science community

B

By Jennifer Davies

Before Me Too became a hashtag, Jane
Willenbring decided to take on a powerful
man in a male-dominated field for sexually
harassing her some 20 years earlier.
His name is David Marchant, a prominent
geologist who was her professor and thesis
advisor at Boston University when she was a
graduate student.
Willenbring, who is now an associate
professor in geoscience research at Scripps
Institution of Oceanography at UC San
Diego, said that during Antarctic expeditions,
Marchant constantly called her sexually
degrading names, hit her with rocks, repeatedly
shoved her down a hill, and blew volcanic ash
containing glass shards into her eyes.
While the experience was traumatic,
Willenbring decided to keep quiet as she
pursued her education, worried that speaking

4 OUT OF
10 WOMEN
S AY T H E Y ’ V E
EXPERIENCED
GENDER
D I S C R I M I N AT I O N
AT W O R K
(VERSUS 2 OUT OF 10 MEN)

— SA R A H J EN N I N G S,
VI C E PR ESI D EN T O F SA L ES, C L A SSY

— PAN TE A K H OD AM I, S E N IOR M ARK E T
D E V E LOP M E N T M AN AG E R, ILLU M IN A

On not being intimidated…

On learning to call the
shots… “When I first started working for

up would be detrimental to her career.
“This is not the most healthy approach, but
I sort of packed it away like a box to be opened
later, like a bad Christmas present,” she says.
She unwrapped that box in October
2016 by filing a complaint with the university
against Marchant after a confluence of events
made her realize she no longer could—or
should—remain silent: First, she had just
received tenure, so she felt her career would
no longer be in jeopardy. Second, a wave of
sexual harassment allegations was rising
against presidential candidate Donald Trump,
including the infamous Access Hollywood
tape. And although Willenbring had long hoped
she was Marchant’s only victim, she’d heard
that was not the case.
“It was wishful thinking that my not saying
anything was not doing any harm,” she says.

The real kicker was when Willenbring’s
then-three-year-old daughter saw her in
her lab coat and exclaimed, “I want to be a
scientist like you, Mommy.”
“It was a perfect storm,” she says. “The
idea that my little girl would experience
something like that… I wanted to make it
better for her, for my female students, for the
people I haven’t met yet.”
Several other women joined Willenbring’s
complaint, and after a yearlong investigation,
Boston University terminated Marchant and
rejected an appeal to regain his post. The
Geological Society of America has revoked
his fellowship and is revamping its code of
conduct related to sexual harassment. Other
scientific organizations are taking steps
to prevent this behavior, too: the National
Science Foundation, which provides grants
for research, says it is considering requiring
universities to report sexual harassment
issues as a part of funding requests.
For Willenbring, all of this is positive. But
above all, what she hopes will come from her
experience and all of the other #MeToo stories
is better understanding of sexual harassment
and a sense of community, especially among
women.
“When other women say, ‘Well, he
never harassed me,’ I find that to be flawed
reasoning,” she says. “It’s like if someone
came up to you and said, ‘Your neighbor killed
someone,’ and you said: ‘Well, he never killed
me.’ You don’t need to sexually harass every
woman to be a sexual harasser.”

MOTHERHOOD:
REAL WOMEN, REAL ADVICE
She’s our keynote
speaker! Meet
Brown at our
Celebrating
Women event
September 25.
sdmag.com/
women

On being a pregnant CEO…

“I was pregnant raising money for [Cypher
Genomics], and I’d hear, ‘Jeez, do you really think
you’re going to come back?’ A male CEO, they
have kids all the time. I guarantee they’re not
asked, ‘Are you going to come back after the birth
of your child?’ I was surprised they were asking
that. The company was my first baby. I willed that
thing into existence, so ‘Nah, I’m good now’ was
never a thought in my head.”
— AS H LE Y VAN ZE E LAN D ,
P RE S ID E N T, YARA BIOS CIE N CE

On pumping at work…

I Wear
What I Want
Employment attorney and chair of the San
Diego Regional Economic Development
Corporation says it’s all about confidence

W

When Janice Brown first became an attorney, dressing for
success meant mimicking men’s fashion.
“Being a lawyer, everyone expected you to look like Perry
Mason, and Perry Mason was a dude,” she says.
Nowadays, Brown wears what she wants—and lets those
who work with her do the same. For her it’s all about feeling
confident and expressing your individuality.
“Confidence is one of the most important things a lawyer
needs,” she says. “I choose to dress appropriately, but in a
very individualized way.”
That fashion freedom does not extend to the courtroom,
however.
“There is a custom; when you go to court you wear a suit,”
she says. “Because when you are in court, you don’t want it
to be about your clothes. It should be about your arguments.”
Still, Brown feels at this point in her career it’s great to not
have to worry about her sartorial stylings.
“It does help when you are older. You can do what you
want.” Also, she says with a laugh, “you care less about what
people think.” — JENNIFER DAVIES

“I’ve pumped in filthy bathrooms, dirty closets, and
in cars on the way to meetings. Not exactly the most
sanitary way to prepare your newborn’s food. When
the PR firm I worked for moved to a newly built
coworking space, Moniker Commons, we asked the
owners to make a space for pumping. And they did!
They built out an unused closet and created a nursing
lounge with a recliner, table, privacy sign, and
electrical power. I was able to have privacy in a clean
space outside of a bathroom, and it helped me pump
efficiently so I could get back to my desk. You never
know until you ask, and I’m proud that future women
will have a space to pump for their babies.
Don’t eschew motherhood in the workplace. Too
often we’re made to feel that we have to pretend we
don’t have kids so we aren’t discriminated against.
If anything, being a working mother means we are
capable of more. We multitask like nobody’s business,
and we have zero time to slack off.”

550%
S TAT
550%

— K E LLY BROW N , FOU N D E R,
K E LLY P U BLIC RE LATION S

On offering to step down…

“I took a big risk when I asked the board of directors
for flexible work hours once my youngest child
was born. As the CEO, I recognized this may not
be workable for the company, but I also knew I
couldn’t care for my new baby in the current work
situation. I offered to stay on as CEO, transition to
another position, or to resign if that was best for
the company. My oldest child had special needs, so
in order to adequately care for him and a newborn, I
needed to reduce my hours. The organization already
offered a variety of working arrangements for
parents, but I recognized that the role of CEO was
different from other positions. I wanted very much
for the organization to succeed—something that
was more important than my desire to remain on as
CEO—so I felt very much at peace about my decision.
After a brief deliberation, the board approved my
request. I was gratified to be so valued and trusted
by the board of directors.”

On asking for help… “When I was
starting out, I wish I had known I should focus on
doing what only I could do. Only I could lead my
business and be a mom to my kids. But lots of other
people could do administrative work, housework, etc.
I should have outsourced sooner. My other piece of
advice for working mothers is to figure out what your
minimum effective dose of self-care is and make that
happen every day.”
— L I SA D R U XM A N , F O U N D ER , F I T 4 M O M

On being resilient… “Running
an initial public offering during the San Diego
wildfires with a husband at sea and a child with
a newly diagnosed medical condition just about
crushed me. I was reminded of the quote by Reed
Markham, former speechwriter for the Supreme
Court: ‘Successful leaders see the opportunities in
every difficulty rather than the difficulty in every
opportunity.’”
— J U L I E A M ES, VI C E PR ESI D EN T O F
C O R PO R AT E C O M M U N I C AT I O N S, B I O C O M

WOMEN WITH
A PA R T N E R
AND CHILDREN
ARE OVER
FIVE TIMES
M O R E L I K E LY
THAN MEN TO
DO ALL OR
MOST OF THE
HOUSEHOLD
CHORES.
(350% MORE
L I K E LY W H E N
THEY BRING IN
MORE THAN
HALF OF THE
HOUSEHOLD
INCOME.)
Source: Lean In and
McKinsey & Company

— M ICH AE LE N E FRE D E N BU RG , P RE S ID E N T
AN D CE O, LIFE P E RS P E CTIV E S
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MATERNAL WALL: The discrimination a pregnant woman or mother faces from
potential or current employers and colleagues, because of her status as a mother and the
perception that she won’t be present or competent. Source: Harvard Business Review
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A P P R O X I M AT E LY 5 0 % O F M E N
PERCEIVE WOMEN AS
WELL REPRESENTED IN
M A N A G E M E N T, T H O U G H I N
R E A L I T Y O N LY

ONE IN 10

SENIOR LEADERS ARE WOMEN
Source: Lean In and McKinsey & Company

“I work with my
mom/daughter”
The old adage is “Don’t mix blood with business,”
but the mother-daughter duos who run these
successful San Diego brands would beg to differ
By Archana Ram
nice. I’m not sure if it’s a social
construct—the battle between mom
and daughter. That’s not always the
case. A lot of my friends are best
friends with their moms.

MOTHERHOOD:
REAL WOMEN, REAL ADVICE

On the motherhood gap in
employment… “After taking over five

years off to be a stay-at-home mom, I decided to
freshen up my résumé and go back to work as a
business systems analyst. I got lots of attention
from recruiters at first, then they would go cold
when they saw I had been out of the workforce for
several years. Ultimately that gap in employment
was the reason I didn’t make it past the first
interview phase. It was both a surprise and very
frustrating! I was definitely thinking I should have
gone back sooner.
After months of this, I decided to embrace my
inner entrepreneur and launch a business I was
passionate about. Looking back, I realize I wouldn’t
have pursued my dreams if I’d gone back to working
full-time for someone else.”
—SUNI GARGARO,
F OU N D E R A N D D E S IGNER, SUNIA YOGA

On rewriting parental
leave… “Since I have my own business, I have to

ask myself what I need, as well as communicate that
with all my business partners and team members.
When I went back to work after having my third
daughter, I decided how much maternity leave I
would need to recover and made sure everyone
else on my team was okay with it. I’m grateful to
be part of a business that’s taking a stand with
paid family leave, which includes 12 weeks of fully
paid leave for moms, dads, and adoptive parents,
and up to six additional weeks paid for recovering
from childbirth. I want every mom and dad to feel
comfortable with that transition from the home
back to the office.”
—C ASSANDRA CURTIS,
C OF OU N D E R A N D CHIEF INNOVATION
O FF IC E R , O NCE UPON A FARM

BUZZWORD

Any arguments?
Day to day we might have a little
tiff. But we understand each other
and how we communicate.
LP: It might be little things, like design
details. We’re good at compromising.
It’s so important to be able to do that.
NP: There’s so much to do. We can’t
spend a lot of time talking about a
font. People need their crispies!
NP:

Laura Potter, “50-something,”
and Natalie Potter, 24, founded
Bliss & Baker in 2016. The San
Marcos–based line of gourmet rice
crispie treats has been featured
in O Magazine and Cosmopolitan.
blissandbaker.com
Why rice crispie treats?
We’ve always loved
to cook and bake. My mom always
made rice crispie treats and I did it
with our kids growing up. Then we
started to add different things—the
first was salted caramel—and
people loved it. They said, “You
should try a business!”
NATALIE POTTER: It’s very easy to work
with her. I don’t think I could work
with anyone else. There’s trust.
LAURA POTTER:

Do you have different roles?
LP: She’s creative and more apt to try
new things. I’m more the background
person doing the accounting and
ordering supplies. Because she’s
younger, it’s great to have someone
who knows social media. We don’t
really argue because we each have
our responsibilities.
NP: Thank you! That’s so nice! You
know, we work with each other
every day, all day, so to talk about
how much we like each other is

How do your work styles differ?
LP: I work slowly. Natalie’s a mover
and shaker. Isn’t that right?
NP: Yeah. If something needs to be
done, I want to do it right now. A lot
of times my mom will say, “Let’s think
about this.” But that’s good because
someone needs to pull the reins on me.
LP: There are times we need to get
going. It comes back to compromise.
Any advice for mothers and
daughters who want to join
business forces?
NP: There are so many resources
for starting your own business
or figuring out how to package
something, whether it’s Pinterest
or conventions or trade shows. The
hardest part is starting, because
you’re afraid. What if it fails? You
never know unless—
LP: —you try!
NP: Take time to appreciate each
other, to say thank you. We’re
actually good about that. If we’re
supposed to be at the kitchen early,
my mom makes me coffee. We
always tell each other we’ll vote
each other employee of the month.
LP: We do! If one person leaves and
the other stays late, it’s like, “Well, I
want to get employee of the month!”

BABY PENALTY: When a woman’s career suffers because she has children, or is pregnant, pumping, etc. Source: The Chronicle of Higher Education
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Yvonne Williams-McMillan, 65,
and Erika Danina Williams, 47,
launched Color Your World last
year, offering women one-onone career coaching and, this
fall, webinars and conferences.
Yvonne, a former teacher and
mentor to college faculty and
Erika, a former investment
manager at JP Morgan Chase, run
their business from their Rancho
Peñasquitos home.
coloryourworldcoaching.com
Why go into business
together?
YVONNE WILLIAMS-MCMILLAN: In early
2017 I had more people to coach
than I had time in the day. I was
answering the same questions and
problems for everyone. So I started
formalizing it—“I’ll give you this
PDF to read before we work
together, maybe we can move
a little quicker.” I talked to Erika
about it, and she said, “You need to
put this online.”
ERIKA DANINA WILLIAMS: Mom was my
coach. I would bring my situation
home and speak to her about it.
“How can I move up the ladder?”
She would help position me. Then
my friends started coming to her.
Even though she’s in academia and
I was in finance, everyone wanted
the same thing—to advance in
their company.
What’s it like to work with
each other?
EDW: My mom communicates well
about what she needs and wants.
We don’t have a problem with
prioritizing, setting deadlines,
then getting after it. Yvonne is
divide and conquer. I’m more
collaborative.
YWM: It’s a blessing because she’s
taken off my plate the things that
aren’t in my wheelhouse, like the
business aspect. I don’t want to
talk to vendors or spend my day
figuring out social media; oh my
god! And we work different hours.
We have a large family in the

house, all the way down to Erika’s
grandson who’s three years old.
I’m up at 3 a.m. while everyone’s
sleeping except me and the dog.
When everyone starts moving
around to go to school or work,
I’ve done a lot of work already.
When it gets quiet in the midday,
then I talk with Erika about what
I’ve been doing to make sure I’m
on track. Then I’m done by 4 p.m.
because the family’s coming home.
EDW: It works well. I’ve been
trained in corporate America. I
have an 8 to 6 routine. We tease
each other that we don’t go to bed
for the evening. We just nap all day
and night!
Any challenges?
YWM: I’m a perfectionist. I spend
so much time double-checking my
facts that Erika is ready to make
the next move. It seems that all of
a sudden the company we were
talking about grew up, and I was
forced to do other things, like TV
interviews.
EDW: She realized it’s a business,
not a research project, but I’ve
known my mom my whole life. I
know how to nudge her! That was
a little nerve-racking.
YWM: She became my boss. Like,
excuse me?!
Working from home makes it
harder to separate business
from personal, right?
YWM: Absolutely! When we first
got the business, Erika wanted
an office. I was against that
because I taught for 20 years and
did my prep work at home. Erika
needed separation because of the
interruptions with family. I was
like, “No.”
EDW: My first week home I was like,
this is a madhouse! I couldn’t see
how anything got done! With a
three-year-old, who was two at the
time, and with a dog! I’d barricade
myself in my room.
YWM: I said, “Calm down, you’ll get
over it.”
EDW: Now the thought of going
to an office? I’d be missing the
action. I’d be thinking, “What’s
the baby doing? Has the dog been
walked?”
YWM: I do a lot of my thinking
walking or in the garden. I’ll be
watering the grass and I’ll say,
“Hey, come look at the tomatoes!”
Erika’s like, “What are you doing?”
“I’m thinking!”

Maxine Gellens, 80, and Marti
Gellens-Stubbs, 54, formed their
La Jolla real estate brokerage
under Berkshire Hathaway in
1994. The La Jolla mom and Del
Mar daughter currently have
nine employees. gellens.com
How did Team Gellens get
its start?
MARTI GELLENS-STUBBS: My mom
had her own thriving real estate
business since 1976. I got into
the business in 1985 right out of
college. By 1994 I had my first
child, who was one by the time we
joined forces. I wanted to make
time for my son and not be a crazy
real estate agent like I had been
for nine years. The perfect partner
was Grandma, who’d understand
when I wanted time off.
MAXINE GELLENS: Let me go back a
little bit. Marti and her brother
vowed they’d never sell real
estate. I had gone into real estate
when you were… in high school?
MGS: Junior high.
MG: I was never home! I didn’t
have computers or cell phones—
nothing to manage time. When
Marti was in UCLA, she got her
license and worked for me for
a summer to earn money, not
thinking she’d go into it. She was a
kinesiology major and did that for
about four to six months. She didn’t
like it at all. That’s when she said,
“I don’t want to do that. I’ll try real
estate to earn some money.” That
was in…
MGS: 1985.
MG: She was in her own office in Del
Mar; I worked at Mission Valley. We
didn’t have the same customers.
When we joined in 1994, we had to
move to one office. She wanted her
own identity—I had mine, and she
didn’t want mine.
How did those first years of
the business look?
MGS: We would do everything
together. My mom would have a
heart attack if I wasn’t there! The

last 10 years, we’ve had to change
with technology. I had to be like,
“Mom, I’m not going to every
appointment and neither are you.”
We have to divide and conquer.
MG: And thank God for smartphones!
I came from the other world. My
grandkids don’t even know what a
pay phone is. I take videos, photos—
that cell phone has helped me stay
in the business!
What’s it like to work with
each other?
MG: We don’t act alike, but we are
so on the same wavelength. If I get
huffy, I know it without her saying
a word. Marti never gets huffy. She
got so good so fast that it’s like I
work for her!
MGS: It helps our relationship that
I had the nine years on my own.
When we came to work together I
was 30, not 20. I was more adult.
MG: When we first became
partners, we actually were
number one in the country in gross
commission. It was Merrill Lynch.
MGS: No, it was Prudential, mom.
MS: Oh, that’s right.
MGS: I wanted to join forces so I could
work less and be a mom. But I was
working more and getting frustrated.
I worked until the day before I gave
birth. I told my mom when I left on
maternity leave, “I don’t want to
talk about real estate. You can be
Grandma, but I could care less about
the office.” It had nothing to do with
her. I was being consumed by this
business. I took three months off,
and in that time my mom had gone
to a seminar. She said we needed
a business coach. That changed
everything. We began running our
business like a business.
MG: We still became successful.
We decided we had a bit of life
which I didn’t have for 20 years
because I worked 24/7.
Are you able to hit the off
switch during family time?
MG: We were just together four
days and I don’t think we talked
business more than two hours.
MGS: I’m the first one to say, “No, I
don’t want to talk about that right
now.”
MG: Marti has a lot of dinner
parties, and when I’m there, we
rarely talk business because we
talk during the day. Most of the
people who deal with us, agents or
clients, they don’t want to deal at
night, either!
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On being candid with the
boss… “In one of my first jobs I was one of

very few females with an all-male management
structure. It was hard to participate in the water
cooler chat that was centered on football and
‘guy movie’ quotes. When I tried to participate it
was awkward for all of us. Up until that point I
had turned a blind eye to gender differences. But
comments like ‘You probably never want kids, right?’
started to sting. I decided to share with my manager
that I felt isolated and the diversity I brought was
not appreciated. As I did, my eyes started to water
up and to my surprise, so did his. He just looked at
me and said, ‘I am so sorry; please tell me what I can
do to help. I want to support you.’ In this moment
I realized men need to be part of the solution and
men want to be part of the solution.”

3% OF C-SUITE
POSITIONS ARE HELD BY
WOMEN OF COLOR

PERKS AND FLEXIBILITY

12%
MEN OF
COLOR

18%
WHITE
WOMEN

67%
WHITE MEN

— ABOLI RAN E , S E N IOR RE G ION AL S E G M E N T
M AN AG E R, ILLU M IN A

On not speaking their
language… “It felt like I always had to work
On becoming my own boss…

“I had a high school
counselor tell me retail was in my blood. I went into the Gap retail
management training program and worked for them for almost eight years
in nearly every product category, deciding what’s going in stores. It bred a
foundation for understanding consumer trends and the marketplace and
doing that at a large scale. Right when I moved to San Francisco I started
noticing changes in my body—losing hair, cystic acne, I’d cry on the bus to
work for no apparent reason. No doctor could tell me what was going on. On
my downtime at work, I was reading wellness blogs. I was attending wellness
networking events versus those of the industry I was in. I started thinking, ‘Has
this experience awakened this newfound calling?’ And the answer was yes. I
enrolled in the Institute of Integrative Nutrition remotely. My husband had an
incredible job waiting for him here. We took the leap.
That’s when I decided to launch [the website] Good
“ I L A U N C H E D A Life—working one on one with women on their wellness
SHOP
goals. I coached women on how to find accessibility,
ENCOURAGING
ease, and fun in living well. It was so rewarding, and I was
W O M E N T O C O M E consistently making product recommendations. But I’m
I N A N D R E L AT E like, “Why am I sending them to Amazon? I know how to
WITH EACH
do this! I’ve been in retail for 14 years!’
OTHER. IT’S A
I launched a shop encouraging women to come in and
WAY F O R T H E M relate with each other. It’s a way for them to connect and
T O C O N N E C T A N D share their health journey and have a hug or a tear over
SHARE THEIR
it. That is unlike anything I’ve experienced through the
H E A LT H
digital world. It’s hard to offer that connection on an online
J O U R N E Y.”
platform. It’s my favorite part of owning a brick and mortar.”
—LEAH KIRPALANI, FOU N D E R AN D OW N E R,
SHOP GOOD BE AU TY BOU TIQU E

BUZZWORD

harder than the guys. The decision-makers are
men, and they like their buddies. I always felt at a
disadvantage because I don’t talk sports. They have
a natural connection to each other. Few general
managers of hotels are women. I worked at a hotel
chain that only averaged about 8 percent female
GMs over the course of my 20-plus years with the
company.”
— M AIRE AD H E N N E S S Y, G E N E RAL M AN AG E R,
E S TAN CIA LA J OLLA H OTE L & S PA

On rewriting norms…

“The first
day I showed up at work, all the mothers were abuzz
that the new head of school had car seats. For 130
years, the prior leaders were always religious sisters
who lived on campus and did not have children or
husbands to balance. With three little ones, I find
that the community and I are constantly rewriting
new norms to accommodate a new chapter for OLP
where a woman who is married, and has children, is
now leading the school.
Although many times we think of education
as a female-friendly work environment, it is not
nearly as common for a young woman to be leading
a secondary school. I remember when I became
principal [at my alma mater in Northern California],
I was pregnant at the time, and I received many
questions about how I was going to handle running
a school of over 1,200 students while caring for an
infant. Even after my third pregnancy while serving
at OLP, the questions still kept coming! It’s still a
shock to many, to see a woman with young children
as a top executive. Breaking barriers is really about
creating a new norm, a new model, that
others can follow.”
— LAU RE N LE K , H E AD OF S CH OOL,
ACAD E M Y OF OU R LAD Y OF P E ACE

W H AT W O M E N W A N T ?

On male versus female
entrepreneurs… “The students in my

entrepreneurship classes are about 60 percent
men, 40 percent women. The women are more
likely to come up with ideas that are not just
profit-driven but also help society. Women are
more likely to think, ‘If this business started
up, what are the changes I’m bringing to the
customer and the people involved?’ Men are more
likely to focus on a novel idea and less likely to
think about the social and community aspects of
it. Men are more interested in doing something
others haven’t done before. There are exceptions,
but in general that’s what I observe.”
— C O N G C O N G Z H EN G , A SSO C I AT E PR O F ESSO R
O F EN T R EPR EN EU R SH I P, F O W L ER C O L L EG E O F
B U SI N ESS AT SA N D I EG O STAT E U N I VER SI T Y

On shifting the paradigm…

“I have some amazing women executive friends.
We were having a conversation and I brought
up the fact that Salesforce just created gender
equity for hundreds of thousands of employees
nationally, to the tune of $3 million. We were
saying how long all of us knew about pay inequity.
Many of these people are HR execs and, of
course, they see what people are getting paid.
One said, ‘When they made me a VP, I knew I was
getting paid 70 percent of all the other VPs in the
organization, but I was so grateful to be within
the executive ranks that I wasn’t about to make
waves.’ It’s a hard-won privilege to be recognized
in that way. And it’s not instant, like, ‘Now I’m in
power like everybody else.’ It’s, ‘Now I really have
to prove that I’m equal to everybody else.’ There
wasn’t one of us who hadn’t had that feeling. But
you’ve earned this, girl, you’ve got this, and you
deserve to earn what any other executive would
doing what you do.”
— SU SA N PEN N , F O U N D ER A N D C EO ,
R EI N VEN T U R E C O A C H I N G A N D C O N SU LT I N G

And these are some of the San Diego
companies doing it best, with work-fromhome days, elder care, on-site gyms,
sabbaticals, pet insurance, and more perks
you never knew existed
By Archana Ram

ARISTA MD

QUALCOMM

The Sorrento Valley software
company makes patient
care more flexible with
e-consultations, and they’re
all about flexibility for their
employees, too. Full-timers get
unlimited vacation days and
can work from home and/or
use flex hours as needed (some
employees get to work at 7 a.m.
so they can leave in the early
afternoon to pick up their kids),
and most of the office works
from home on Fridays. On-site
perks include a gym with a
trainer-led boot camp twice a
week, weekly free lunches, and
a fridge stocked with La Croix
sparkling water.

Babysitter cancel? Kids
unexpectedly home from
school? There’s a program at
Qualcomm for that. The BackUp Care Advantage Program
gives employees access
to a network of caregivers
and childcare centers who
can coordinate last-minute
arrangements seven days per
calendar year for children
or elders. Rates are $25
per child at the center, or
$8 per hour for in-home
care. The company also
supports adoptive parents;
eligible employees can be
reimbursed up to $15,000
for fees related to adoption
or surrogacy. For long-term
needs, they partner with
Bright Horizons preschool on
a CareDirect program, which
helps find babysitters, elder
care resources, and even
dog walkers.

MODERN TIMES

Last year the local craft beer and
coffee brand became employee
owned, meaning staffers get
equity in the rapidly growing
company—see outposts opening
soon in Anaheim and Santa
Barbara. Add to that unlimited
vacation—their website boasts,
“If you kick ass at your job, we
trust you to manage your time
responsibly”—health coverage
that includes pet insurance, and
a paid two-month sabbatical
for employees who’ve been
with the company at least five
years. And the destination
doesn’t necessarily have to tie
into hospitality. One employee
used theirs to take a six-week
camping trip through national
parks and Canada. And yes,
everyone gets free drinks—a
pint of beer or coffee on
workdays—plus two four-packs,
a bomber, and a 64-ounce
growler each week, as well a
$250 gift card annually.

PETCO

Sure, you can bring your
dog, cat, or snake into the
office—it’s encouraged!—
but the Rancho Bernardobased company also offers
telecommuting with computer
equipment and supplies
provided, flex hours if salaried
employees need to come in
late or leave early, and an onsite women’s empowerment
program with resources
like professional headshot
photography, public speaking
workshops, and community
service opportunities.
Want a flexible work
life? Rally for flexibility at
workflexibility.org.

GLASS ESCALATOR: The easier ride men experience

when they enter traditionally women-dominated professions. Source: Forbes
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P R O F E S S I O N A L D E V E L O P M E N T: R E A L W O M E N , R E A L A D V I C E

On finding mentors…

“Find as many male
mentors as you find female mentors. It’s traditionally their game,
so if you want to play you need to learn from the people who have
played it well and who understand the rules.
I have what I like to call my own board of directors, which
are people that I’ve either worked for in the past or met through
an organization or event. They’re not in my current work
environment, so I can be honest with them. I tap into them a lot—
some every three to six months—and some are on my favorites list
on my phone. Even from a young age, you should have that. It’s a
secret weapon. Tap into people and their expertise.”
—LYNN HERRICK, GENE RAL COU N S E L, CH IE F H U M AN
RESOURCES OFFICER, AND CORPORATE SECRETARY, GREATCALL

On embracing ambition…

23%
OF THE SAN DIEGO
M E T R O A R E A’ S
STEM WORKFORCE
ARE WOMEN
Source: San Diego
Regional Economic
Development Corporation

J A N UA RY 1 , 2 0 1 8 :

“To feel valued or worthwhile—and this is
well documented—women feel they have to be
masters at what they do. They spend all their
time and energy on mastering a particular
software or service. What happens is, they do
it to the detriment of building a network, and
for those that do, they’re so reticent to leverage
that network and build the allies, coalition, and
ecosystem that allow women to climb. You’re so
focused on your job, you lose sight of your career.
You wonder why it’s been 15 years and you haven’t
gotten anywhere? You’re irreplaceable. We have to
stop being tacticians and be strategic in how we
show up in our jobs, our careers, and our society.
If being a strong self-advocate is too much
to swallow, if that image doesn’t sit with your
worldview, then I want you to put your kids and
your community on the other side of the ledger
and think about society. By you not pursuing
things in an ambitious way, you’re not as capable
to serve your family, community, and society. It
has to be about something other than your selfimage. If we’re so attached to our self-image that
ambition can’t be a part of how we see ourselves,
then we need to change the way we view the
motivation for ambition, which is to help others,
not necessarily ourselves.”
— H O L LY SM I T H SO N , C EO , AT H EN A

T H E D AT E C A L I F O R N I A
A S S E M B LY B I L L 1 6 8
W E N T I N T O E F F E C T,
F O R B I D D I N G E M P L OY E R S
FROM ASKING
APPLICANTS ABOUT
T H E I R P R E V I O U S S A L A RY
( A P R A C T I C E T H AT C A N
P E R P E T U AT E L O W
SALARIES). ALSO, THE
PA R E N TA L L E AV E A C T
NOW REQUIRES COVERED
C O M PA N I E S W I T H 2 0 – 4 9
E M P L OY E E S TO O F F E R 1 2
W E E K S U N PA I D , J O B P R O T E C T E D L E AV E ; A N D
S U P E R V I S O R S AT
C O M PA N I E S W I T H M O R E
T H A N 4 9 E M P L OY E E S TO
TA K E S E X U A L
HARASSMENT TRAINING
AT L E A S T T W I C E A Y E A R ,
NOW WITH REQUIRED

On asking for criticism…

“Late in 2015, after 10 years of working with my
boss, he challenged me to rise to the next level.
What did I foresee in my career? Where did I
want to go? I told him: vice president. And he
said, ‘You’re right, I see that potential in you.’ He
made it very clear to me there was a path moving
forward, but I had to make it happen. I put a plan
in place. Part of that plan was for me to take on
additional leadership roles within COI and the life
sciences community. I put a committee together
to rate me and my skills: Two VPs from public
companies interviewed members of our senior
staff. The investigative work went on for about
six months. I wanted this to be no-holds-barred.
If I was not deserving of it, then I can take that.
But I was going to do everything I could so that
I was deserving of this promotion. I achieved my
promotion to VP of HR and Admin in late 2016, a
year later.”
— F R A N SEN C H A K, VI C E PR ESI D EN T,
H U M A N R ESO U R C ES A N D A D M I N I ST R AT I O N ,
C O I PH A R M A C EU T I C A L S

INFO ON GENDER
I D E N T I T Y, G E N D E R
EXPRESSION, AND
S E X U A L O R I E N TAT I O N .
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Making it work! Read how three women juggle
multiple jobs at sdmag.com/whostheboss

On how I got into STEM and am
getting others into it… “Growing up, I

“IF YOU DON’T

never thought I would be a computer science engineer. My
SHARE THE
passion was to become a doctor, because in second grade,
S T O RY O F H O W
my dad had five heart attacks in one day. I made up my mind:
TECHNOLOGY
I’m going to be a cardiologist. I will save the world and no
CHANGES THE
one will ever go through what we are going through. The first W O R L D , Y O U ’ R E
time I touched a computer was when I was in grad school in
R E A L LY N O T
Bangalore. The way that technology has transformed from
C R E AT I N G A N
then to now, I’ve been able to touch more patients with the
INTEREST IN THE
software and technology I built at General Electric than I
A R E A .”
would have if I’d been a cardiologist.
You see a lot of women pursuing technology degrees, but
then they drop it because they don’t understand how you can apply this. If you don’t
share the story of how technology changes the world, you’re really not creating
an interest in the area. GE Girls was a big initiative I started. We’d go to middle and
high schools and bring them to the company for mini courses. I wish I could’ve
done it when I was girl! We show them it’s not just about coding; there are several
aspects. How do you listen to the customer? You need the skills of empathy; if
you’re a good writer you capture the story and then you work with the engineers
to break it down. So at GE, with that concept we came up with the idea of hiring
20,000 female technologists by 2020—not just engineering, but sales, marketing,
product management, and testing. And they’re on track to get there.
At Teradata we have a mentorship program called Terabytes. It also provides
a social network with activities and opportunities for learning and building
relationships, and they also see how we are investing in them.”
— R EEM A PODDA R , S E NI O R V I C E P R E S I DE NT O F
PR O D U C T D EVEL O P ME NT, TE R A DATA C O R P O R ATI O N
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