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Can you believe that it's been a full year?

One full year since we released our first annua
SeekHer Shift Report on The State of Women'’s
Mental Health; since you trusted us with your
experiences, and we worked mightily to put it all

into words.

When we first asked for your participation, we
asked for your voice and made you a promise:
that we'd amplify exactly what you said, and
that's just what we did.

We promised you ripples, and we promised
change because we knew the power that comes

from a collective of vulnerable women.
Are you seeing this, friends?

Brands are listening.
Workplaces are listening.

Culture is listening.

But that same chonge is hoppening in our
everyday lives, too. From conversations with our
partners to conversations in our communities, this
language is being used to help us understand our

needs and advocate for them.
Your voices did that.

We are in awe of you, and it's with a grateful
heart that we present you with our second annual
SeekHer Shift Report on Bridging the Gap in
Women's Mental Health.

We can't wait to see what comes of it, friends.

You are magic, and we are grateful.
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Women are often tasked with caring for
their community — we carry the invisible
weight of societal expectations while
walking a labyrinth of obstacles, without
structural support. We are community
pi||ors s’ronding on a foundation that's ill-
fitted to our needs. As we struggle to
adapt to a world of remote work, quiet
quitting, and quiet firing, women continue
to face the brunt of systemic inequoh’ries.
But it's not only women who suffer, it's
our global community; where women
Thrive, societies ’rhrive, and where Jrhey
s’rrugg|e, so does its broader community.

As our world changes, so do the
challenges women face. The recent move
toward remote work allows many women
to f|exib|y manage their roles as primary
caretakers and household managers, yet
it also robs them of the time they don't
have (1). As

companies have a unique opportunity to

microcosms of cu|’rure,

lead the shift toward equality. Our work

has beyond followed us home; office
life has crept into our kitchen, |iving
rooms, and bedrooms — pinging and
buzzing us on various channels all while
we juggle the intersectional challenges
of womanhood. Mo’rhers, in por’ricu|or,
are buried under a mountain of roles
and tasks that often go unchecked;
70%  of

experiencing Fee|ings

neor|y mothers repor’red
of gui|’r when

taking time for themselves (2).

In the Workp|0ce, there are unique
cho”enges women face, often tied to
gender roles and stereotypes -
especially in professional worlds that
are traditionally designed for men (3).

In one Harvard Business Review survey,



Beyond personal costs, burnout is bad for business.

Employee burnout leads to decreased
and high

especio”y among top talent. But these

productivity furnover —
outcomes shouldnt be surprising, as
over 1 in 3 working women reported
they are actively thinking of leaving
their job
unsupportive environments for work-

life balance (2).

current because of

This

Where an overburden O]c unpoid |CIbOI’

burnout follows women home,
(commonly called housework) further
taxes their menfo|, emo’riono|, physico|,

and social well-being.

In countries around the world, women
do more unpaid labor — child and
elder care, family management,
cooking, and cleaning. That mountain

of labor is taking a toll, showing up as

anxiety, depression, retreating from

social groups, job exits, and lack of self-

care (5).

The that

support women arent only important

importance of structures
for home and WOI’|<, but for the broader
community as well. According to the
United  Nations,

empowerment

women's economic

boosts productivity,
increases economic diversifico’rion, and
income equality (6). That empowerment
comes not just from pay, but from the
structures that guide our daily lives,
including urban and office planning to
create environments that make women
feel safe from bodily and psychological
harm  (6).

meeting the needs of women; as a

Existing systems aren't
consequence, we aren't fulfilling the

potential of society as a whole.
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We need time.

Women struggle with having enough time for self-care, often
because of the invisible labor ‘rhey carry that goes unchecked

and unrewarded as we attempt to ‘do it all’

We need to
define success on
our own terms.

The ‘superwoman’ narrative that dominates hustle culture
creates a tension that leads to burnout as we internalize

unrealistic expectations to avoid burdening others.

We need to
recognize our
innate value.

We fear judgmemL and criticism from others ’rhrough the
internalization of societal pressures. Our We||—being is on|y
possible when we recognize these unfair standards, and break

the belief we must earn our value.

We need
open dialogue.

We must not suffer in silence for fear of burdening others. To
truly embrace equity, we have to actively speak up up|iH each
other and speok up about the necessary chonges we must

make to Tru|y provide wellness for all.

Based on last year's 2022 SeekHer Shift Report, we identified 4 fundamental needs
to support women as they internally shift towards better mental health.

In 2022, the SeekHer

Foundation

community ( ).

launched our first nationwide survey

and released our findings in  the

SeekHer Shift Report on The State of
Women's Mental Health (2). Women
told us about the little big moments
that impacted their well-being — the
day-to-day moments that shift their
internal worlds. TogeTher, we created a
common lexicon on the fundamental
needs of what women were voicing:
more time for ’rhemse|ves, the freedom
to define success on their own terms,
support to recognize their innate value,
and a safe space to engage in open

dialogue with their broader

Within the scope of womanhood, and
the challenges we all face, we
highlighted nuances within our various
microenvironments — our re|o’rionship
with mofherhood, career, body &
beou’ry standards, and the influence of
social media. The inaugural SeekHer
Shift Survey allowed us to name the
roles of brands, businesses, and
communities, and how ’rhey can better
support the mental health of women in

our ecosystems.

Over the past year, we've seen the

3



AYENIV]

impact of SeekHer Shift. Together, our
combined stories are changing the way
think about and act on
mental health. As Andrea Ronzani, Vice
President of Social Impact for OLLY,
told Forbes,

companies

Beyond awareness, the report also
provided rich, data-driven insights on
the lived experiences of women to drive
meoningfu| chonge ’rhrough brand-led

social impact campaigns.

As Rachel Moran, Vice President of

Purpose for Edelman shared,

informed our
SeekHer
Foundation - inspiring the formation of
the #WeHearHer Advocacy Council, a

coalition of allies and organizations

|o|eo|ging

OlSO

The

communi’ry-d riven

survey

work at

to advocate for women's



mental helo, as well as our community
care programs, workshops, and resources
supporting women  as ’rhey navigate
competing forces in their work and life so
they can redefine success on their own
terms (8).

This year, we are looking outwards and

seeking to

What interactions exist between our
persono| |i1ce, home |i1ce, and work life - and
how do each influence our mental health

and well-being?

Within our survey, we asked

Why do so many women turn away from
help despite craving support? How does the
way we care for ourselves relate to and
impact our communities? How can we
change the system to better support
women? How can we as individuals
transform ourselves to work as a collective?
How can work cultures better support
women to benefit from what women have
to offer?

As women, we inhabit a multitude of
identities — at home, at Work, within our

communities, and within ourselves.




Likewise, we inhabit intersectional
identities born from our backgrounds,
both persono| and cu|Jruro|, often outlined
by societal measures. The pressure to ‘do
it all, while looking ‘put together’ and
'strong’ is dysregulating our internal
equi|ibrium. Not on|y is our mental health
negatively affected by gender inequality,
but  within  the intersectionality of
womanhood, sociall and economic

inequo|i’ries further impact our overall

well-being (9).

Our struggle to be the perfect partner,
mother, daughter, boss, and employee
while juggling the intricacies of our
cultural backgrounds and social roles is
preventing women and our communities
from reaching the next threshold of
success. On the other homd, research
consistently shows societies that support
women benefit from higher levels of

productivity and financial stability (10).

With this report, we seek to shift the
environments that shope our mental
health - our shared struggles, and the
nuances that exist within our individuality
- while moving towards a communal

unders’ronding of what women need.

It's time for a collective redefining of our
identity — shared and individual. It's time

to move from 'me' to 'we'.




Last year's survey was developed with
the input of over 100 in-depth
interviews with women’s mental health
& wellness

practitioners to qualify

recurring themes that impact

womanhood. Similar themes
segmented our survey design to step
women through their reflections across
multiple life  experiences, including
genero| We||—being & self-care, cultural
identity and intersectionality, body &
motherhood &

partnerships, and career & leadership.

beau’ry io|e0|s,

With the goal of

external

unraveling the
environment and  cultural
factors that influence mental health in
mind, this year's SeekHer Shift survey
was designed to lean into those themes
and . Through this process, we
formulated the  questionnaire  to
address how women were personally
impacted as they interacted within

their homes, Workp|0ces, and

communities. The question prompts
and survey flow were designed to
provide a reflective, inclusive and
educational space for women to voice
how they were experiencing some of
issues at the

the most pressing

forefront of womanhood today.

The survey questions were answered

’rhrough a mixture of sing|e—se|ec’r,
mu|’rip|e-se|ec+, binory, and likert scale
responses. Open responses were also
made available to women who chose
to elaborate on spechcic experiences,
but were not included in the final data
analysis. The survey questionnaire was
then tested amongst a small group and
underwent mu|’rip|e iterations before it
was disseminated through our online

community and partner network.

We also partnered with Centiment to
conduct a robust online survey of U.S-

based women across all 50 states who
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Parental Status Race & Ethn

Work Status

are ages 18 and over. Sampling was
performed with a 95% confidence level,

with respondents widely represented

bI’OOd

e’rhnici’ries, and current life situations.

AcCross a range O]C ages,

Additional efforts were made to ensure

& ethnic

racial representation were

18-24
25.-44
45-64
65+

Asian/ Black/

Asian-American African-American

Hawaiian/ Latinx/Hispanic

Pacific Islander

North American ~ White/Caucasian
Indigenous

Multiracial Middle Eastern

Have children/am pregnant

Don't plan to have children

No children, though planning to have them

Unsure about having children/Prefer not to say

Employed/Self-employed
Unemployed/Retired
Stay-At-Home/Caretaker
Student

On Maternity Leave

simi|0r|y propor’riono| to the current
US. Census data.  All
responses collected  between

November 7 to December 9, 20292.
After data processing, a total of 1,612

popu|o’rion

were

responses were used in our final
analysis.
Cisgender woman
&
=
s Genderqueer, gender nonbinary and
% gender-fluid
~
Q% Transgender woman
E
S Prefer not to say
&

Heterosexual/Straight

Asexual

Other

Sexual Orientation

Married or domestic partnership

§ Sing|e, never married
A
% Divorced/Separated
§ In a committed/long-term relationship
E Widowed
< Engaged
<$25K

$50K to $100K
$25K to $50K
$100K to $200K

Prefer not to say

Household Income

More than $200K

Bisexual/Gay/Lesbian/Pansexual/Queer
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REVISITING THE

In last yectr's report, we
identified 4 fundamental
improvements women voiced
their inner needs to support
their mental health —

We also found that «
predominant theme was
loneliness; o feeling women
reported throughout their
experiences, present in their
varied and intersectional roles.
For women to feel more
valued and supported in their
o|oi|y lives, ’rhey need a bridge
between themselves and their
communities, coupled with the
|onguoge to con’rinuous|y
reinstate that support in their
many roles.

Our inaugural SeekHer Shift
Report he|pec| create a

dialogue around these 4

fundamental needs; our po’rh
to equity begins when we
reclaim what's always and
Fundomen’ro”y been  ours.
These needs are key to
achieving wellness  through
equity which, while often
discussed through financial
terms, is likewise tied to the
internal  values that are
central to our belief systems
around self-worth and s
separate from our net worth.

This year, we took a closer
look at the barriers that limit
women from self-advocacy to
enact on these 4
fundamentals in  order to
build bridges that create
safe, supportive environments.

Before doing so, let’s take a
closer look at this vyear's
survey responses ’rhrough the
lens of the 4 fundamentals
and re-examine the current
state of women's mental

health.



Women often struggle with having

enough time for self-care, often
because of the invisible unpaid labor
’rhey carry that goes unchecked and
unrewarded in an attempt to ‘do it all’
We simply don't have enough time for
self-care — women in the US. do an
average 4.5 hours of unpaid labor

while their male counterparts do an

LS

average of 28 (9). In

last year's
inouguro| survey, women spoke up to
validate this finding; while most
recognized the value of self-care, over
half said they didnt have time to
practice it. Mothers, especio”y, need
time for themselves; yet when ’rhey
take it with

fee|ings of guilt.

’rhey often s’rrugg|e

10



Last year, women shared their voices on

what  was  happening; while  most

I’QCOgﬂiZQCI ’rhe VCI|U€ O]( SQH-COFQ, over

half said they didn't

practice it. Mothers, especially, need

have time to

time for themselves; yet when they take
it, they often struggle with feelings of
quilt.

In this year’s report, women shared that
they still have trouble setting boundaries
— giving away our time, and o|ong with
it, our agency; in fact, 67% of women
acknowledge that saying 'no” to doing it
all frees them up to saying yes to their

own HQQCIS.

However, 62% of women say they will

wait a week or longer to take time for

Data referenced - 3x: How sfrong/y do you feel about this statement:
When [ say 'no’ to carrying the weight of ‘doing it all’ | can say yes' to
what | truly want. 3b: How often do you take time to engage in self-
care practices that strengthen your emotional and mental well-being?
6e: What have you experienced when realizing you did not have the
support you needed in your motherhood journey? 60: What do you feel
would make the biggemL difference in rebolancmg priorities or setting
boundaries in your role as a mother?

self-care, with nearly half of them saying

They rore|y make time for self-care and

often forge’r their own needs. These
findings spotlight the importance of time
for women, and their own needs are

often deprioriﬂzed to jugg|e competing
demands. Women are drowning in the
else without

and it's

I’]QQCIS O{ everyone

addressing their own - not

he|ping anyone.

We're cutting ourselves into pieces and
bleeding time; 32% of mothers who feel
unsuppor’red report their greatest
struggle is never having enough time to
care for themselves. When asked what
would be most helpful in balancing their
priorities and setting boundaries, the top
choice for mothers was reclaiming their

alone time and practicing self-care.

When we struggle to say no, we lose
time. When we don't value our own time,
we shoulder the mental load and the cost
is to our mental health. The time inequity
is one that we can ocﬂve|y solve for,
reclaiming our agency by prioritizing our

most precious resource 1COI’ OUFSQ'VQS.

11



OUR INNATE VALL

|

Women often tie their value to what
they do for

perfectionism,

others, leading to

imposter  syndrome,
and the illusion of personal flaws
based on ideals set forth by social
circles, social media, and outdated
social norms. In an effort to minimize
external judgment and criticism, we
focus on

condition ourselves to

pleasing those around us. This struggle
to recognize our innate value was a
common theme in last year's report -
neor|y half of women s’rrugg|e to love
themselves when ’rhey face their flaws
and imperfec’rions. We measure our
worth and value by our performance

across the competing roles we juggle.

12




This year’s survey found over half
(56%) of women still believe their
productivity and  ‘doing it all

determines their value and worth.

Another 46%
be|ieving their produc’rivi’ry and output

of women repor’red
determine whether they deserve time

]COI’ se|1c-co re.

Women are also still frying fo be all
for others - and we're doing it alone;
84% of respondents said they minimize
their own needs because They don't

want to burden others.

Imagine if we carried this weight

Toge’rher, rather than sTrugg|ing to
shoulder the burden of

perfec’rionism alone. How can we value

isolated

the needs of oJrhers, without o|ev0||uing

our own?

We need

recognize our own inherent value as

support in he|ping us

human beings, not humans ‘doing.’

Data referenced - 3e: | believe my productivity and ability to 'do it
all' is a measure of my success and value. 3d: | believe my
producﬁv#y and output dictate whether | deserve time for self-care.
3c: How often do you minimize or hide your own emotional
experiences or keep them to yourse/f because you don't want to
trouble or burden others?




64 % of respondents
say they minimize their own

needs because they don't
want to burden others.

14



The ‘superwoman’ narrative  that
dominates hustle culture creates the
misconception that 'doing it all' equals
success. In reality, chasing this externally
defined image of success prevents us
from achieving our own authentic

definition of success and well-being.

In last year's survey, women voiced the

pressures of meeting unrealistic societal
standards related to our appearance,
careers, and family roles as a prevalent
obstacle in their day-to-day lives. We're
expected to do it all - and look good
doing it.

15



This year's survey indicates we continue to
view success Through the lens of career,
familial roles, and physico| appearances;
we're  balancing the weight of job
performonce, per]tecf mo’rherhood, and

flawless bodies.

When asked what they believed was most
related to their work success and value,

women shared their top three factors:

. We continue to function in a
society that ties individual worth to
external constructs of success, as
historically defined by capitalist values in
a hierarchical system.
within

The  pursuit of  perfection

motherhood is a common experience
reported by women; 32% set impossibly
high expectations for themselves, 28% are
fearful of failure and judgmen’r by others,

and 28% face self-judgment.

We're in a negative feedback cycle; we
fear judgment and criticism of others,
which in turn, impacts our own internal

expectations and judgment of ourselves.

Regarding body and beauty, women
continue fo see themselves from the
outside in. We're raised under society’s
gaze, and it shows. 58% of women

described

ev0|uo’ring their

surveyed themselves as

chronically physical

appearance — every day or every hour.

When asked what their internalized
perceptions of health and beauty are most
influenced by, the tfop responses were
fc:mi|y, friends & social circles (50%) and
media or social media (39%). It's clear
that our social ecosystems and media
culture continues to shape and reinforce

our beauty ideals and normes.

In all areas, women are highly influenced
by the external factors that shope our
definition of success, |eoo|ing to stress &
burnout fueled by the internalization of
unrealistic expectations in our effort to
please the world around us.

Data referenced - 79: Which of the i[o//owing do you believe is correlated with work success and value? 6d: What have you experfenced in your pursuit of

perfection in motherhood? 4a: How often do you think about or evaluate your physical appearance (e.g. body size, facial & physical features)? 4i: Who or

what do you feel most of your internalized perceptions of health and beauty are influenced by?

16
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Over half (58%)

of women described themselves
to

, every o|oy
or every hour.
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To ’rru|y embrace equity, we have to

acknowledge  our inequities  while

actively uplifting each other and
oddressing the nuances of sfrugg|e
within our shared fighf. We need open
suffer in

dialogue, but often, we

silence, carrying the weight alone.
While many women want to self-
advocate and advocate for o’rhers, we

struggle to begin, unsure of how we

can effec’rive|y enter the conversation.

While last year's survey revealed a
recognition that breaking the silence

health

challenge and break stigmas, many

around mental could he|p
women remain isolated and suffer
alone. Despite allyship being highly
regorded and sough’r, many women

18
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This year's SeekHer Shift survey showed
that despite knowing we need support,
we still dont ask for it. 1 in 3 (33%)
women said the top reason they don't
ask for help is because they dont want
to burden anyone. When asked what
stops them from reoching out to others,
(55%) was

because it was ‘easier to just deal with it

the top reason reported

myself’

We continue to feel disconnected within
our social environments; when asked if
they currently have a supportive social
network, over half (58%) of women said

struggle to feel
their

environments, including those who say

they question or

connected  within existing social

’rhey have no support at all.

Even as we struggle to ask for support,
most of us recognize the importance of
an emotional scnce’ry net. When asked
what helps them feel less alone and
better

having access to social support systems is

prioritize themselves, 51% say

most he|pfu|.

When asked what

, 71% of women chose
emotional support as what they desired the
most, followed by social support (53%) and
structural support (45%).

Our desire for connection is deeper than
surface level; our current culture feeds us
on|y on the surface, but we crave deeper
emotional connection with people who will
hold space for us and allow our authentic
selves to have a voice at the table — we
desire a higher of social support.

Augmenting our own voices and creating a
safe space for others to do the same is the
enfry point to sustainable chonge — it's the
language we need to shift the culture to
one that supports mental health fhroughou’r
recognizing the

the community, while

differences in our lived experiences.

It's clear that women recognize the need to
feel seen and heard within their social
environments — a social circle alone isn't
enough. Being able to emotionally connect
with others as our authentic selves is a key

element to wellness.

Data referenced - 3o: Pick one statement that feels closely related to what prevents you from seeking support. 3f: What stops you from reaching out to

others for help or support? 3l: Do you currently have a supportive social environment (e.g. with family, friends, peers)? 3m: What types of support systems
do you have access to that help you feel less alone and better able to prioritize yourself? 3n: What types of support systems would you like more of in

order to be able to prioritize yourself and your needs?

19



"Safety and security don't
Jjust happen, they are the
result of collective consensus

and public investment.”

- NELSON MANDELA

20



RECOGNIZING THE

Ihis year's SeekHer Shift

Survey highlighted the role of

intersectionality and  social
constructs in wellness is
experienced by individuals:
For all of us to be well
environments must be
restructured with support
systems that meet the

intersectional needs of women.

In recognizing that wellness
isn't  simply a  personal
endeovor, we are better able
to identify the different
person0| ecosystems that
determine each person's
unique lived experience and
evaluate how each individual
interacts with them.

That is, we can move from
identifying and judging our

internal wor|ds, and start
osking Why our experiences
happen based on the
environments we  routinely
interact with ( ).

Within this, we begin to see
why wellness is not one-size
fits-all. As we explore the
diverse support systems and
lived experiences that shape
us, the in’rerdependen’r
relationship between
internal and external worlds
becomes apparent.

our

True equity is acknowledging
that we don't all start from
the same p|0ce, and
recognizing that our persono|
stigma and barriers are often
a by-product  of  our
and lived

environments
experiences.

21



Figure B.

home
N
.
work
N
e

community

The interplay between each component of our personal ecosystem,
as defined by self, home, workplace, and community. They are

important to consider as we aim

to understand the

interconnectedness and influence they have on each other.

This must be part of the conversation in

order to achieve wellness for all.
Simultaneously, data from our survey
identified patterns that emerge across

our lived experiences:

Women do not feel safe, struggle to

trust, and aren't being seen & heard.

As we challenge the individualistic
perception of mental health and well-
being and move from ‘me’ to ‘we’, we
can begin to explore the relationship
between

agency and self-regulation

from an unclouded lens.

This next section of the report aims to
help us arrive at a shared |onguoge on
the barriers impacting our interactions
within our personal ecosystem. From
this place of communal understanding,
we are able to better self-advocate and
relate to the world around us. By
naming the barriers that limit us from
fully thriving in our mental health and
We||—being, we can better address the
inequities limiting us from meeting our

ond

advocate for betier systems of scn(efy,

four fundamentals, collectively

trust, and belonging for all.

22



DONEFEEL

Before entering into the report’s

Findings on sofe’ry, it's important fo
take a moment to define safety and
highlight why it has o profound

impact on our well-being.

After all, true safe spaces do not exist
- we are never able to fully escape all

negative possibilities.

Therefore, safety is not about removing
all negative interactions around us; it is
ability  to

respond to our experiences. Safety is

about our intentionally
encompossed around being in tune
with your nervous system, |e0ding each
of us to observe, regu|o’re, and comfor’r,
even in the midst of potential fear or

uncertainty.

23



Women's
sense of
safety is at
stake

Yet, cultivating safety isn't an individual
endeovor; it is a to
voice our needs and meoningfu”y
engage with the world around us. It's
why self-advocacy plays an essential

ro|e

Safety is clearly needed; only 21% of
women report feeling safe - and do not
that

impact their sense of scn[e’ry, security,

face any negative experiences
and be|onging. In fact, 54% of women
express concern about their physical

and psycho|ogico| sofe’ry within their

24% of women express concern about their physical
and psychological safety within their community.

When asked if they

identified as someone in a morginohzed

community.

group, nearly 1/3 (312%) of women

self-identity as marginalized.

Marginalized populations are defined
and that
experience discrimination and exclusion
their

political

as ‘groups communities

socio|, cu|’ruro|,

identities”. If

because of
economic or
women iden’rify as morginohzed, it
indicates they do not feel safe in their

skin because of their status or identity.

Data referenced - 5a: Mc:rgino/izec/ popu/cﬂ‘ions are [defined as groups and communities that experience discrimination and exclusion] because

of their social, cultural economic, or political identities. Do you identify as someone in a marginalized group? 5p: What challenges do you

currently face that negatively impact your sense of safety security, and belonging? 5n: How concerned are you about your sense of physical

and psychological scn(efy in your community?
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Psychological
safety is often
the precursor for

esrdb|ishing frust

and rapport
between feam
members.

Within the workplace, psychological
often the precursor for

CH’]CJ

between team members, yet we are

safety s

es’rob|ishing frust rapport

lacking these characteristics in spades.
First defined in 1999 by Harvard

School
psycho|ogic0|

Business Professor ~ Amy

Edmonson, safety s
described as a group phenomenon: “a
climate characterized by in’rerpersond|
in which

trust and mutual respect

people are comfortable being

themselves” (11).

We don't
fcel safe
at work.

Yet
(30%)

report

nearly Vs
of women
that they
have experienced
or witnessed biased
treatment in the
workplace because

of their identity.

Safety in the workplace is about

environment where
ability  to

authentically

cu|’rivcr’rir1g an
have the

ond

engage with others because they feel

teammates

meaningfully

safe” enough to be vulnerable, take
risks, and be their most authentic
selves  without fear of negafive
consequences. Yet, nearly ¥3 (30%) of
that  they

witnessed biased

women  report have
experienced or
treatment in the Workp|oce because of

their identity.

Data referenced - 5m: Have you ever experienced or witnessed biased treatment in the workp/oce because of your fdenﬂfy?
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Cultural  barriers also  present «a
notable obstacle to one’s sense of
sofe’ry in receiving support even from
mental health professiono|s, which
contributes to higher stigmatization

within BIPOC (Black, Indigenous &

People of Color) communities (12).

Only 14% of mental health
professionals identify as BIPOC (13)
- a sftaggering number when we
consider that 40% of women say
fhey desire idenfify-oﬁ(irming care
and prefer tfo receive support from a

health

similar

mental professiono|| who

shares identities, cultural

backgrounds, or lived experiences.
The effects of this are clear:
according to the U.S. Department of
Health & Human Services, BIPOC
communities are less likely to receive
a diognosis, access mental health
services, and often receive poorer
quality of care. Though it varies
groups, BIPOC
individuals are 40-70% less likely to

across racial
receive treatment than their white

counterparts (14).

When we take a closer look at the
compounding impact of physical and

psychological safety, we begin to

shed light on the crisis of loneliness
women are facing (15). While women
often report Fee|ing overwhelmed and
needing help, our experience of safety is
a key determinant of how willing we

are to ask for and receive support.

Existing within a psychologically-safe
community frees us of internal gui|’r and
paves the way for positive mental

health

compassion and self-regulation.

indicators such as self-

Transversely, navigating the world from
a place of continual concern for our
well-being leads us to experience
chronic gui|’r, |one|iness, and a belief
that our self-worth is dependent on how

we carry our men’ro| |OOd o|one.

In fact, 63% of women say they feel
responsible for carrying 75% to 100% of
their challenges on their own. We want
to engage with peop|e to feel

supporTed and safe but socie’ro”y,

Data referenced - 5f: Do you prefer to receive support from a mental health professional who shares similar identities, cultural backgrounds,

or lived experiences as you? 3u: What would help you to ask for and receive support without guilt?This question is required. 3j: What
percentage of your challenges and obstacles do you feel responsible for carrying on your own?
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WE STRUCGIETOT LS

like  neighborhood  groups  and

Community care is instrumental in
resforing our sense of safety and
repairing the broken, inequitable
system we find ourselves in — it's

where we'll find healing.

This principle of community care can
take various forms, from interpersonal

acts of kindness to structured efforts

community-based non-profits (16). As
women, self-advocacy is one of our
most powerfu| instruments for
community care. In speoking up and
voicing our needs, we speak for other
women to ensure our collective needs
are heard while honoring our nuanced

experiences.
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By ocknow|eo|ging that many women
do not and cannot have trust in our
current systems - ones which have
historically not served them - we can
start piecing together the gaps in our
own se|f—oo|vococy and highhgh’r the
role that access to resources has in our

perception of safety:

Among the tfop reasons that women'’s

scn(e’ry is threatened include:

Social Isolation
Fearful of Our Future

Lack of Trust in Systems

Social Isolation:

Fear of Our Future:

Lack of Trust In Systems:

feeling isolated when they can't
discuss their lived experiences with
their social network (33%), fearful of
the current state of civil unrest,

climate chcmge, and other
sociopolitical concerns (31%), lack of
trust in existing structural systems such
as government, po|ice, schools (24%),
feeling unsure of how to discuss their
inequi’rob|e experiences with others

(23%), and
biases that impact their daily life such

experiencing  implicit

as pay inequity, job insecurity, and

household labor distribution (23%).

Can't Discuss Inequities

Implicit Biases

Microaggressions

Can't Discuss Inequities:

Implicit Biases:

Microaggressions:

Data referenced - 5p: What cho”enges do you currenHy face that negoﬁve’y impact your sense of so’r'efy, security, and belonging?



Our systems

hisforico“y have

—#We can't
feel safe if

60% of
believe  that it's
difficult to find

resources on health

women

and wellness that

are reliable and

- Trusfworfhy.
not served women, we don't
and highhghfs the trust our
le that t .
e surroundings.
resources has in PETE T
our perception of
safe’ry.
Our collective experiences around being - all of which cannot be

safety and trust show us why it's
important fo understand how our
social determinants of health impact
our well-being (17) - access to care,
cultural stigmas, and systemic
oppression & prejudices are significant

barriers to our overall health and well-

negated even in the presence of our
individual efforts to receive mental
health support and practice self-care.

In fact,

Data referenced - 4f: It is difficult to find resources on health & wellness that are reliable and trustworthy.



When

limiting

asked about the top barriers
them from accessing reliable
resources for their health and well-being,
|imi’r0’rions,
(44%), not knowing where to go (37%),
being unable to prioritize (30%), fee|ing
intimidated in getting started (29%), and

not having enough time (27%).

women named financial

Beyond access, however, data does show
that build

rapport and relationships with others.

women want to frusting
When women were asked what would
their and
health, 44% shared their top choice is

wanting to

improve self-care mental

Yet, women continue
to s’rrugg|e to find this even within their

immediate social circles.

This lack of emotional scncefy p|oys info
the individualism embedded within our
culture (18) and

isolation as we lower our expectations for

contributes to self-
compassion and empathy from our social
environments (]9). A closer look at the
driver of this

isolation reveals a

necessary discussion.

5 (33%) of women's responses indicate

9 this was cited as
the top barrier that limited women from

OHCI

experiencing sofe’ry, security,

belonging.

In an oft-polarizing world, it's clear the
that are built to

separate us further affect our experience

systemic structures

with trust. A lack of understanding and
lived

experiences creates a dispropor’riono’re

acceptance of our diverse
impact ’rho’r, unless exposed, cant be
validated and can't be undone. It is in
honoring our humanness that we're able
to co||ec’rive|y create scnce’ry, trust, and
open dialogue, all of which is required to

build sustainable communities of care.

Data referenced - 4h: What has limited you from accessing reliable resources for your health & well-being? 3q: What practices do you want to start

fodoy that will he/p you better cultivate self-care? 5p: What chc”enges do you currenf/y face that negoﬁve/y impact your sense of sofefy‘ security, and

belonging?
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When we dig deeper, we can see that
the lack of safety and trust affects us on
every level We don't feel safe in our
identities and we don't trust others to
understand our struggles. Rather than
freedom to live
in by the

experiencing  the

authentically, we're boxed

labels and roles ossigned fo us by the

external structures we're socialized in.

NE~RENT seen &heard

We conflate our identity with existing
societal hierarchies and roles in order to
make sense of our experience and whom
we are based on the social constructs
that exist in our world (20).

We're functioning within the norms and

roles that society has defined for us,

rather than living as our authentic selves.
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We ’struggle

Only 21% of
report
struggling
with navigating
their identities.

women

not

Among the predominant

negative

experiences that women have faced in
their identity, 46% of

women's responses show that They

rega rd  to

don't feel welcomed and 43% say they

do not feel seen or heard.

We do not

becouse we are not seen ono| heord

experience belonging
for who we are. Yet our desires for it
are palpable: 82% of women said they

want to live in a world where they can

82% of women
say ’rhey want fo
live in a world
where ’rhey can

show up as their

CIHCI
OHCI

true selves
feel seen

occep’red.

show up as their true selves and feel

seen and occep’red.

Yet this is far from our reality; only
21% of women report not struggling

with navigating their identities.

The top pressing challenges to our
identity are broad, stretching across
social class, professional background,
familial context, cu|’rure, race, re|igion,

and gender, among others.

Data referenced - 5b: Identity development involves a wide range of factors. Which challenges do you most relate to in regard to your
identities? 5u: How strongly do you feel about this statement: | want to live in a world where everyone can show up as their real selves and
feel truly seen & accepted. 5d: What challenges or struggles have you experienced in regard to your identity?
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The effect of living inauthentically is
twofold. |n’rerng||y, it is a de’rermining
factor of our own well-being; 46% of
reflected
judgment and

Women's responses

experiences of
discrimination around their gender,
age, or race as a negative factor of

their mental health.

Social Identity

Social Class |dentity

Professional Identity

Social Identity:

Social Class Identity:

Professional Identity:

Externally, we limit our capacity for
connection, despite a deep desire for it.
45% expressed openness to connect
with people outside of their community,
yet 33% continue to feel isolated even
from their own fomi|y, friends, and
peers. We want to connect but we're
unsure how — in our homes, at WOI’|<,

and within our communities.

While we all participate in the shared
experience of womanhood, our day-to-
day reality is influenced not just by our
self-identification, but by

categorization of us. Our culture, fgmi|y

society's

of origin, and socioeconomic status can
all inform how we approach identity
gnd, in turn, how we choose to define

ou rse|ves.

Family Identity

Cultural, Ethnic, Racial, or

Religious Identity

Gender or Sexual Identity

Family Identity:

Cultural, Ethnic, Racial, or Religious Identity:

Gender or Sexual Identity:

Data referenced - 5l Intersectionality describes the ways in which systems of inequality (based on gender, race ethnicity, sexual orientation,
gender idenﬁfy‘ disobi/h‘y, c/oss, and other forms of discrimination) ‘intersect” to create unique dyngmr’cs and effects. Which of the fo//owing
experiences has had a negative impact on your mental health? | have experienced discrimination or judgmenf for my... 5r: What are ne/pfu/
ways to further exp/ore how your intersectional identities affect how you interact with others? 5p: What cno’/enges do you currenf/y face that

negoﬁvery impact your sense of sofe’ry, security, and belonging?
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Women, in porJricu|or, find themselves
i(ee|ing pressured to take on various
roles at once, with the same intensity

They

carry multiple roles that are demanding

Oﬂd vo|ue plOC@d on QOCh one.

of their time and energy —

Despite our desire to deep|y connect
with others, we overextend ourselves in
service of fulfilling our multiple roles.
Nearly 1 in 3 women (32.6%) believe
that ’rney must be less of one role in
order to fill These

competing pressures are particularly

another role well.
interesting to note when we consider the
common theme of women deicining their

value in relation to what they do for

external

These

expectations and

others. compounding
negation of our
lead us to

nuanced identities can

question our value internally.

This bias best of

intentions. It's worth noting that even in

exists in even the
the design of our survey, our tfeam

subconsciously  excluded ‘self’ when
providing answer optfions for what roles

a woman fills.

Overo”, these ideals - that we have to
choose which roles to focus on, and that
we can't be well frying fo do them all -

They

inneren’r|y negate our obi|i’ry to honor

allude to time and sacrifice.
our whole selves. We are asked to self-
minimize in an effort to ‘love others”; in
reality, we are all robbed of the full
potential of loving from «a place of
wholeness. What we need is to come

back to ourselves.

Data referenced: 3h: What roles do you curreni’/y fulfill in your life? 3i: Do you feel that you must be less of one role in order to fill another role well?
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"Your task is not to seek for love,
but merely to seek and find all
the barriers within yourself that

you have built against it.”

- RUMI
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MOVING FROM

As we awaken to our

interconnectedness as human
beings and recognize  the
re|o’rionship between our

environment and mental heo|’r|f1,
we're more equipped to accept
this reminder:

While we must respect our
individual rights and freedom,
it's equo”y important to
recognize we're connected in
this continuum of life. The
quo|i’ry of that connection is
vital as we consider how to
move forward synchronously.
Our lack of safety, trust, and
belonging is perpetuated by
internal  walls  and  systemic
borriers, and our goo| now is to
remove them. To do this, we
begin by recognizing our
actions and how our needs
influence each other.

Rather than sustaining the
internalization of  societal
pressures, we must extend
and accept invitations to
collaborate.

Independence is important,
but real change happens
within the context of
in’rerdependence - one that
involves the balance of self
and others. We can recognize
that we're working to validate
and respond to each other's
needs in meaningful and
actionable ways.

This year's survey focused on
measuring our awareness and
ocknow|eo|ging how both our
internal and external worlds
impact our well-being. By
doing so, we can better
understand the roles that our
intfersecting identities p|c1y,
and reshope the systems that
prevent us from personal
grow’rh and communal
success.
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We misguidedly believe that wellness is
solely a personal responsibility, when in
reality, it's influenced by how our self,
home, Work, and community environments

interact within our personal ecosystem.

If we want to overcome these borriers, we
must understand the re|o+ionship between
the variables that are present throughout
an individual's unique experiences, and
how they exist within the broader social,

cultural, and environmental ecosystems

they are in ( ).

By Ocknow|eo|ging that our We||-being is
not only influenced by our personal
choices and actions, we can advocate
for better access to resources, social

support, and environmental conditions.

Moving from ‘me to we' is a necessary
shift toward an understanding of the
role of safety, trust, and belonging in
our mental heo|’rh, the cultural stigmas
impacting how women take action, and
the bridges that

humcmi’ry in one another.

he|p us see the



Variables that are highly (but not exclusively) present within our
personal ecosystem and have an influential impact on our state
of mental health and well-being.
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seeking

WITHIN OURSELVES

Our internal  worlds are largely
influenced by our external ones; as we
work to move from 'me to we', it's vital
to understand how society shapes the

way women see OHCI vo|ue ’rhemse|ves.

Many of our ideals are standards

weve learned to internalize. We

normalize these ideals as truths when

in reality, our environments have

conditioned us to judge ourselves

according to these external factors.

We have to start valuing ourselves first
because this is what we have agency
on. We can't always control
circumstances around us, but we can
control how we respond to them.
reclaim  their

Women can power

39
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As society holds women to higher
standards, perfec’rionism IS more
prevalent in women as a
maladaptive response to minimize

external judgment and criticism.

Over time, it becomes internalized as
which  the high

demcmds we impose on OUI’SQ'VQS are

a behavior in

often depleting. We don't feel safe

even from ourselves.

difficult

asked what feels

When

regording ’roking time to care for

themselves when facing a challenge,
33% responded that they have a
‘hard  time loving myself through
imperfections”, 30% find it "difficult to
be kind or forgiving when focing my
flaws”, 26% indicate “all my time and
energy goes into caring for others,
and 21% imp|ico’re financial or time

barriers.

Data referenced - 3g: What feels difficult about taking time to care for yourself when you are facing an obstacle or

challenge in life?
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While  their and

imperfections are barriers to caring for

perceived  flaws
themselves, women also recognize it's

neither ideal nor sustainable.

44% report that sharing about their
experiences with someone they trust can
he|p,~ speoking positive affirmations
(40%) and journaling and writing down

their needs (37%) are also supportive

practices that can help women explore
and dissect the limiting beliefs that
often hold them back.

Emotional processing - whether it be
with another person or simply naming
and writing down our experience - are
clearly powerfu| first steps towards
healing ourselves. Rather than holding
it all in, we can cultivate self-care
practices that he|p break the cyc|es of
internalized pain - the ones keeping us

in silence and shame.

Data referenced - 3q: What practices do you want fo start fodoy that will he/p you better cultivate self-care?
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Fomi|y pressures and ob|igo’rions are
also obstacles that women face in
themselves and

prioritizing sefting

boundaries.

Beyond the

women place on themselves (45%),

personal expectations
the top influential factors keeping
women from prioritizing their own
needs and setting boundaries include
family expectations (43%), fear of
others or

disappointing negative

consequences (26%), financial anxiety
(24%), and {eehng gui|’r or at fault for

not meeting the needs of others

(22%). Women are experiencing
barriers around time, energy and
finances, especio”y when jugg|ing

their needs with the needs of others.
To bridge the gap within ourselves,
we must learn to respect our own
boundaries, end the my’rh of 'doing it
all', and reset our beliefs around what

mokes us vo|uob|e Oﬂd WOH’hy.

Data referenced - 3k: When you try to prioritize your own needs, what has kept you from setting boundaries and saying "no"

to other obligations?
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Notably,  women

actionable steps that he|p them reset a
health for

recognize the
new standard of mental

themselves:

Women are also aware that creating
healthier boundaries will enhance their
mental health and emotional well-being
(43%), help them find clarity in what

they want in life (39%), and support
their self-esteem (38%).

When ’rhey are able to prioritize their
emotional and mental heo|’rh, women
are more attuned to their ’rhough’rs,
feelings, and behaviors (55%), feel the
tension lifted (45%), are able to better
cope with life’s challenges (45%), and
and

towards themselves and others (59%).

experience less stress anger

Data referenced - 5g: What do you need right now in order to move forward and set a new standard of mental health for
yourself? 3w: Creating healthy boundaries will: 3s: When | prioritize and intentionally take care of my emotional and mental

health, | feel..
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By recognizing self-care is anything
that allows us more time and energy
to check in with ourselves, finding
more accessible.

WQHHQSS becomes

Among some of the most |’1e|pfu| ways

to take a moment for ourselves is
movement such as Wo”<ing, exercise,
(62%), finding joyful

moments such as |is’rening to music or

or stretching

meeting with a friend (51%), and rest

& release (e.g. crying, sleep, reading)

(50%).

Even in the small moments, when
women give back love and time to
themselves and value their own care,
outwards in

it extends how ’rhey

respond to those around them.

Data referenced - 3r: When we recognize that self-care is anything that allows us more time and energy to check in with
ourselves, it starts to feel more accessible. Please select the top 3 options that would help you check in with yourself more.




OUR BODIES & BEAUTY

While our physical selves can help tell
our stories — they can also be «
measure by which society separates us
into buckets we've not chosen, further
isolating us as objects, not subjects
within our own lives. If we want to
dismantle the harmful messaging of

body and beou’ry, it starts by turning

societal
standards

that limit women from celebrating their

our focus away from the

pressures and unrealistic

unigueness.

To get there, the {o||owing are
important to establish within ourselves

and the environments we interact with.
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As much as women want to reclaim
our identities, we still struggle to
overcome generations of body and
beou’ry standards that our broader
society has imposed on us. In fact,

58%

about their physico| appearances —

OF women chronico”y ObSQSS

such as body size and facial &
physical features — every hour or
every day. Feeling unsafe in our own
skin, we're preoccupied with unrealistic
measurements of beou’ry that take up

further time and energy.

Feeling safe within ourselves is not

simply an individualistic endeavor:
when it comes to our own physico|
reﬂec’rions, our closest re|o+ionships
have the greatest impact; 50% of
women say their family, friends, and
social network influence their
internalized perceptions of health and
beauty. This is greater than social
media, which 38% of women cited as

their 2nd greatest influencer.

When mainstream health & wellness

Data referenced - 4a: How often do you think about or evaluate your physical appearance (e.g. body size facial & physical
features)? 4i: Who or what do you feel most of your internalized perceptions of health and beauty are influenced by?This
question is requ[red * Please select the top 2 options that most resonate with you.
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messages negatively influence us, we
don't the
ourselves — continuing fo
buckets
normalized beauty. Over ¥5 of women’s
(35%)

messaging makes them feel |ozy, or as if

blame medio, we blame

internalize

societal and definitions of

responses indicate media

they've ‘let themselves go,” and 34% of
women feel “not enough,” whether it be
not thin enough, prefty enough, or all

around, ‘not good enough’; society

demands perfec’rion and vies for

ownership of our bodies.

Society's gender differences in attitudes

aging
unrealistic beouTy standards and how

toward also contribute  to

women experience life as they get older.

While fop responses showed mos’r|y
positive attitudes around aging -
women are embracing aging as a

natural part of life (56%), seeing aging
as a privilege (41.8%), and embracing
their
(40%) — only 14% of responses indicate

cha nging physico| appearance

they are not anxious about aging, citing

Data referenced - 4j: What fhoughfs and f:ee/ings have you exper[enced as a result of being on social media? 4c: Which of the
following statements most describe how you feel towards aging? 4d: | feel anxious about getting older because..
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and  their
their top

health
chonging

reasons, finances,
appearance  as
sources of stress. Not only do we fear
aging because of insecurities around our
appearance, but we lack trust in our
systems and infrastructure to care and

value us as individuals as we get older.

My body deserves care and
respect, no matter what
size, shape, or capability.

Every small change isa
step in the right direction.

Health is multifaceted, it's
not all-or-nothing. No one
product or solution will
make, break, or cure me.

In the face of judgment, critique, and
biases, women seek empowerment over
conformity; 67% say they want media
and social messaging to affirm women's

bodies

matter their size, shope, or copc:bthry.

CIQSQI’VQ care Oﬂd respec’r no

By choosing to self-express in a way
that's not based on comparison to others
(40%), and staying aware of fear tactics
and harmful environments of comparison
and hierarchy (37%), women are ready
to practice healthier self-expression and
engagement on social media so They can

live more in the present moment.

| want to make health choices
driven less by fear & control,
and more towards living life fully.

Health and well-being should
be focused on satisfaction,
enjoyment and pleasure.

Control, strict rules, and
restrictions limit me from
living a healthy life.

Data referenced - 4d: | feel anxious about getting older because.. 4s: What affirming messages can help me rewrite my attitudes on

what it means to live a healthy, happy life?



With an estimated one-third of our
lives spent at work, our workplace
environments have an influential
impact on our self-image, including

l’]OW we Ssee cmd ObS@I’V@ our own

bodies.

Unfor’runo’re|y, our bodies are not safe
in our Workp|oce environments; 1 in 3
women (33%) report having received
inappropriate comments about their
body size or appearance in the

workplace.

Among the most common experiences

of discrimination or objec’rifico’rion at
work include feelings of body shame
and  criticism  for  their

(29%)  and
objectified by colleagues or managers
(e.g.
comments) (28%).

physical
dppearance being

microaggressions, jokes,

This constant observation on their
appearance has a hefty toll, one study
found that when in an open—p|cm

office women, but not men, became

Data referenced - 4m: On average, it's been estimated that one-third of our lives is spent at work. As a result our workplace
environments can influence our self-image, including how we see and observe our own bodies. Have you personally
experienced receiving inappropriate comments about your body size or appearance in the workp/oce? 4n: What have you
personct’/y experienced at the Workp/ace where you've faced discrimination or objeci’ificafion of your physico/ self?
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‘hyper-aware  of being continuously

observed and evaluated.” A lifetime of
being judged on our physical
appearance affects how we perform at
work — why we need more body-

inclusive  policies and weight-neutral

resources in our workplaces that combat
microaggressions,  discrimination,  and

harmful stereotypes that perpetuate

judgment and shame (21).

With

being subjected to pay discrimination and

many |orger—boo|ieo| employees
negative perceptions of their profession0|
capabilities (21), it's imperative to expand
definitions around diversity, equity, and
inclusion (DEI) initiatives and trainings

that are inclusive of all body sizes.

Data referenced - 4m: On average, it's been estimated that one-third of our lives is spent at work. As a result our workplace
environments can influence our se/ffimogel inc/uding how we see and observe our own bodies. Have you persono//y exper[enced

receiving inappropriate comments about your body size or appearance in the workp/ctce?




Women also recognize the value of
providing support at a young age to
shift
generation. 63% indicated they would

standards for our next

want to remind their younger selves
that

beautiful, and that we're inherently

each body is unique and

worthy and valuable just as we are.

57% showed a desire to understand
bodies and

meant to

and know that our

physical attributes are
chonge over time, and internalize the
that aging and body
changes are normal. 55% indicate

building
’rhrough

message

that providing support in

confidence  and Working

Data referenced - 40: What do you wish your younger self knew that would have made an impact on your self-image as it

relates to body & beauty ideals? | wish | knew..
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insecurifies can he|p negative body and mental we||—being, we can rebuild
image struggles, while 53% say that the next generation’s relationship with
reassurance of their inherent value and their bodies and physical self-image.
worth would have been helpful. With 73% of women ready to leave
behind society’s idea of beauty, it's time
This reassurance is particularly important for to embrace life with
as many school-based nutrition and more joy and look forward to all that's
health education programs are rooted in ahead.
outdated practices that lead to high

rates of body dissatisfaction and eating

disorders (22).

Through youth-based resources and
school programs that address multiple

dimensions of nutrition, physical health,

Supforf in building my Validation of my fears and
confidence and wor ing insecurities

through insecurities

More extensive education in
Reassurance of my helping me understand what
inherent value and worth is ha penmg (i.e. why aging

ody changes are a
na’rura| part of life)

Data referenced - 4o: What do you wish your younger self knew that would have made an impact on your self-image as it relates to
body & beauty ideals? | wish | knew.. 4p: Recall a moment when you were young and you felt that your body was viewed negatively.
What would have been he/pfu/ for you at that moment? 4t: How strongly do you feel about this statement: I'm ready to leave behind
society's idea of beou’ry, so | can embrace life with more joy and look forward to all that's ahead.
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We are the environments we're born into
and

recreate them in our present lives. Even

raised in, and we continue to
when we recognize and acknowledge the
boundaries we need, we may not know
how to communicate our emotional
needs without fee|ings of shame or guilt
— depending on how it was modeled

through our familial figures.

OUR HOMES
"

Yet when we are able to reexamine our
re|c1’rionship dynomics with our fomi|y
members - past and present - we are
often able to begin the process of
hec1|ing the root of our deepest fears

and insecurities.

To get there, we must take a closer look

at the following.
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Home is meant to be a sanctuary,
but more than half of women (59%)
say they don't often feel supported
by their family when discussing their

mental health.

, with
59% saying they either do not feel
supporTed or feel supporfed by on|y
members  when

certain Fomi|y

speaking about their mental health.

As we confinue to struggle with

open|y discussing our mental health
and wellness even with those we're
closest  with, our family and
upbringing often play a significant

ro|e.

Among the barriers keeping women
from opening up the dialogue with

their families?

Data referenced - 5j: Do you currenf/y feel supporfed in speoking open/y about mental health with your fom[/y? 5i:
Growing up, were topics of mental wellness and self-care modeled or discussed in your Fomi/y?
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‘I don't think they will understand” (39%)
and ‘| don't feel comfortable; there is a
history of stigma and shame” (35%) as
the top 2 reasons demonstrate a lack of
sm(e’ry and trust in their ability to have

productive conversations with loved ones.

While it's clear that our family dynamics
in the present can impact our mental
health, we must acknowledge the role that
and
play
interactions. Intergenerational trauma s

our upbringing intergenerational

frauma often within these
defined as “trauma that is passed from a
to their
which can be the result of abuse as a
child or Adverse Childhood Experiences

(ACEs) as well as forms of oppression,

Oﬂd

° 1
frauma survivor descendants ,

including racial trauma systemic

oppression (23).

| don’t think they will
understand.

| don't feel comfortable;
there is a history of
stigma and shame.

| don’t know where to
start.

It's imperative to seek practices that help
us to reparent ourselves and re-establish
our inner child needs that weren't met in
our upbringing. Heo|ing the inner child
creates an opportunity to practice self-

rebuild a

environment

sofer,
that

compassion fo more

secure inner our

younger selves always wanted (24).

These experiences from our upbringing
are passed down, modeled, and shared

even at work.

- which can show up as a
cho”enged obi|i’ry to set and maintain
(23%), with

speaking up on their own needs and

boundaries struggles

limits (21%), and feelings of inadequacy
and like an ‘imposter” (20%).

Their feelings will be hurt.

| feel constant inner conflict
for prioritizing my own healing.

The timing doesn't feel right.

Data referenced - 5k: Which of the following has prevented you from openly engaging in dialogue with your family about mental
health? 7f: How has your cultural background or family history affected your professional work performance? 7e: Our work experience
& behaviors can be sfrong/y influenced by our upbringing and bockground, How does the fo//owing statement resonate with you: My
cultural bockground and fotmi/y Hisfory impact how | show up in my career and in the workp/ace.,,
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child

shows up - whether in or outside of the

Acknowledging that our inner
home - means taking a closer look at

how our past informs our current
experiences and behaviors and how we

can choose to rewrite it.

Ultimately, this can help us recognize
how familial constraints and pressures
have conditioned us to acquiesce and
|o|eose others, and start to see that we
can redefine our version of success,
separate from the expectations of others.

These factors can all determine how we

show up as our full selves in the
workplace without fear of negative
consequences and lead from a place of
mutual respect, reciprocity, and
openness.

Data referenced - 7e: Our work experience & behaviors can be sfrong/y influenced by our upbringing and bcnckground. How does the
following statement resonate with you: My cultural background and family history impact how | show up in my career and in the

WO(I(,DIOC@...
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Measurements of success for women
at  home also continue to be
interlocked with ideas and
obligations of motherhood, marriage,
and domestic por’rnerships, and the
roles that define those experiences.
Women report carrying the majority
of domestic work in their homes;
nearly half (47%) feel responsible for
carrying 75% to 100% of the load

with household or domestic labor.

Of those who iden’rhcy as a parent or

domestic partner,

This
speaks to the fact that parenthood,
marriage, and domestic partnerships
are deeply gendered in our society;
our ideals of gender roles in
motherhood and domestic

pormerships continue to  impact

Data referenced - 6i: What percentage of the household or domestic labor do you feel responsible for carrying on your
own? 6j: How often have you felt supported in working through your feelings of overwhelm as a parent and domestic

partner?
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expectations — both from ourselves and
55% of

indicate fcmi|y history is the strongest

from our partners. responses
influence on their personal expectations as
a parent and partner, highlighting the
impact of our upbringing on our belief

systems around domestic roles.

This points to both an opportunity and

responsibility of how we model

motherhood and domestic partnerships

for the next generation to break unne|pfu|

Reclaiming my alone
time and self-care

Asking for & receiving
more support from my
partner

Asking for & receiving
more support from my
family/community

Data referenced - 6k: Which do you feel are the strongest influences on your expectations as a parent and domestic partner? 6g:

cyc|es that deepen geno|er inequo|iﬂes.
Together, we can create a new normal —
one in which those we're closest with will
benefit alongside us as our home life and
families thrive. To get there, mothers in
particular need more

to help

them nurture their full selves.

While 34% say that reclaiming time is
their most desirable cnonge fo ne|p them
prioritize their boundaries, osking for and
receiving support from their partners
(30%) was recognized as the second
most important factor. When we learn to
effectively communicate our need for
support with our partners, we sTreng’rnen
our relationships with them, ourselves and

our families.

Leqrnin(j; to better communicate
my needs and delegate tasks

Receiving professional counseling
or support (e.?. individual
therapy, couples therapy)

Assessing potential
codependencies in my relationships

Motherhood is deeply gendered in our society. Which factors have influenced your ideals of gender roles in motherhood & domestic
porfnersn«'ps? 60: What do you feel would make the bigges’r difference in reba/oncing priorities or setting boundaries in your role as a

mother?
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Community support remains essential; in
particular for mothers, 37% recognize the
importance of having support from
friends who have children or have «
similar motherhood journey, and rate it
as more helpful than support from their
own partner (32%) and taking time for
self-care or checking in with themselves

(20%).

we  must start  rebuilding  our
environment, strengthening our
partner communications, and

connecting with a community that
understands our lived experiences. We
don't have to process it all alone, and
we can break how we model gender
stereotypes for the next generation —

gender equity starts in the home.

Data referenced - 7m: As a mother. which of the following
has been he/pfu/ in your journey?




WORK CULTURES OF CARE

needed to

within

While

achieve

more progress is

equo| representation

|eodership positions (25), one of the

most notable roles for women in
contemporary society is that of the
working professional. Women'’s

participation in the workforce is not on|y
important for our own personal and
professional development, but also has

significant economic benefits.

that

. . | . .
Increasing womens representation in
lead

innovation, and

ShOWS

consistently

Research
the workforce can to higher
productivity,
profitability; closing the gender gap in
the workforce could add $28T to the
GDP (206).

continue to carry a disproportionate

global However, women
load of unpoid domestic labor (9) and

are tasked with the brunt of caretaking.
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Together, these invisible roles increase
work-life tensions that nego’rive|y impact
the well-being of women at the deepest
levels. While the mental health s’rrugg|es
that women unique|y carry are often
tied to and

discrimination, ’rhey are a symptom of a

gender-based  biases

problematic system that similarly limits
the We||—being and success of those
have been

whose identities

marginalized.

To support the mental health of dll

employees, businesses must recognize
that mental health is not solely an
Rather, the holistic
emp|oyees IS an

When

employees across all identities feel seen,

individual concern.
We||—being of

organizational responsibility.

heard,

authentic selves, their performance, and
thus the

improves.

and encouroged to be their

company’s  performance,

Before diving into this next section, it's
important to ocknow|eo|ge that viewing
women as a homogeneous group can
overlook both subtle and signhciccm’r
differences (27); the challenges faced
by white women in the workplace may
not be comporob|e to those
encountered by Black women, Latinas,
and South Asian women (among other
marginalized identities within the scope
of womanhood) who report burnout —
o|ong with poor mental and physical
health — at higher rates than their

white counterparts (4).
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While our data doesn't specifically address
these differences in detail, it's essential to
acknowledge the well-established disparities
that exist and are keeping women of color

behind in the workplace.

Additionally, it's necessary to acknowledge
that not all industries are equo|,~ different
industries have varying challenges and
considerations when it comes to mental
health and well-being in the workplace. For
exomp|e, industries that require more in-
person or hands-on work - such as
monufoc’ruring, fransportation, and
construction vs. white-collar and office-based
professiono| industries - po’ren’ria”y
experience more time constrictions and

varying access to resources.

In some instances, workers with higher—
paying positions or high-status professions
may have greater access to comprehensive
benefits packages that include resources,
accommodations, and support for mental
health concerns. Recognizing these
differences is important in order to develop
’rorgeTed opproouches and strategies for
promoting mental health and we||—being

across different industries.

Focusing on workplaces and employers also
presents a chance to drive positive chonge
from our closer communities, expanding
outwards to our |orger communities, society,

ond glObOl Wor|d.
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This signifies the influential role and
responsibility that companies have
within  their sphere of influence,

starting  with their employees and

emphasizes the increasing number of

employees who see employers as
societal leaders with whom they can
align their values and collaborate
with to construct a brigh’rer future for

themselves and the world.

To accomplish this shift, we'll need
support from the systems and
institutions that help define us — as @
microcosm of culture, companies
have the unique and privileged
opportunity to lead the way from 'me
to we' and help break down the
power structures and capitalistic
systems of hierarchy & comparison
that divide us.




1. AWARENESS

WORK CULTURES OF CARE

3. ACCOUNTABILITY 2. ALIGNMENT

Awareness, Alignment, Accountability.

The pursuit of transformation isn't Continual introspection, therefore,
intended as a linear roodmop, but needs to be a permanent fixture
rather a cyclical process of within organizations.

iteration that allows us to assess
situations, iden’rify gaps and
miso|ignmen’rs, and hold ourselves
accountable  for making  the

necessary adjustments.
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lived

manifest in how we show up at work

Our  unique experiences can
and engage in communication that can

contribute to a collaborative work
environment. |t then becomes crucial to
develop awareness of both individual
and  organizational  perceptions  of
safety, trust, and be|onging in order to

collaborate eHecﬂve|y with our peers.

To do this, we begin by examining how

our internal biases influence  our

preconceptions, assumptions, |imiﬂng
be|iefs, and restrictive narratives about
ourselves and others, across all areas of
our lives - inc|uo|ing family, community,
society, and the world. It also entails
examining (and its
distribution) to better understand how

external biases favor or disadvantage

privilege

their

iden’ri’ry. Individuals, inc|uo|ing managers

bCISQCI on

por’ricu|or

groups

and emp|oyees, must recognize how
their affect

their work life and how they are treated

intersectional experiences

in the workplace.

Women are especially aware of and
affected by social iden’ri’ry and status
their

mental health and well-being. As we

which  can nego’rive|y impact
aim to fit in socially while juggling
familial responsibih’ries, work ob|igc1’rions,
and personal ambitions, we continue to
fundamental

face obstacles to our

righfs, such as boo|i|y scn(efy.
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Open communication & connection

Workplaces can support their teams in
feeling safe, seen, and supported by
es’rob|ishing practices that encourage
open and

between peers. Notably, though 48%

communication connection
report having a space to connect with

peers at work,

Despite  having access to  social
connections in the workplace, women
don't up.

When asked what types of practices

feel comfortable opening
would be most he||o1(u| in instilling scn(e’ry

and belonging in workplace cultures, the

Show Appreciation

Growth Through

Learning

Separate Review
Process

Show Appreciation:

Growth Through Learning:

Separate Review Process:

top choices were: an emphasis on a
culture of appreciation (36%); valuing

and
opportunity for

mistakes as an
(34%); the

review process

learning
grow’rh
creation of a formal
that separates career management
from work management (18%); and
men’rorship opportunities for growfh

and development (16%).

When organizations take the time to
ensure work efforts are recognized and
valued, encourage failing” as part of
grow’rh, and create opportunities fo
support career advancement, it creates

Oﬂd

produc’rive workp|0ce that meets the

a  more inc|usive, supportive,

HQQCIS O]c CIH emp|oyees.

Mentorship Program

Safe Spaces of Connection

Work-Life Integration

Mentorship Program:

Safe Spaces of Connection:

Work-Life Integration:

Data referenced - 7j: Do you feel like you have safe spaces where you can connect with peers at work? (eg. ERG or ctff[nh‘y
group, mentors, team meetings, team-building activities?) 7k: My current workplace or place of employment creates a safe place
to openly discuss juggling both my personal and professional life. 7x: What types of practices would be most helpful in instilling

safety and belonging in workplace cultures?
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Pro-active check-ins

To bring well-being into the workplace,
organizations must not on|y ocknow|eo|ge
that it's intertwined in our experience of
scnce’ry, trust, and be|onging; They must
uphold an environment that values every
individual's personal awareness of their
lived experience. Organizations  can

formalize routine check-ins and 'stay
interviews' to gain a more comprehensive
understanding  of  their  employees’
engagement and satisfaction levels, while
simu|’roneous|y he|ping emp|oyees feel
validated and seen.

Qpprooch to

By taking a proactive

measuring emp|oyee We||—being and using

its gained insights to make targeted
improvements, leaders can create a
significant  positive  impact  on  their

Open-door policy
Checking in

Showing Compassion

Open-door policy:

Checking In:

Showing Compassion:

workplace culture, employee satisfaction,
and business outcomes. Top responses
from women indicated a desire for an
po|icy (eg.
open and safe for employee questions,

open-door employers are
complaints, suggestions, and challenges)
(40%), having routine check-in’s about
their genero| We||—being and life
circumstances (31%), and demonstrating
compassion and understanding when
personal or professional struggles come
up (28%). It's time to stop checking our
feelings at the door when we show up at

WOF|<.

Personalized Feedback

Using Correct Pronouns

Offers A Safe Space

Personalized Feedback:

Using Correct Pronouns:

Offers A Safe Space:

Data referenced - 70: What are ways that my workplace recognizes and celebrates my individuality? 67



Purpose & values

In addition to supporting individual
employee’s awareness, organizations
must also conduct internal evaluations
to improve themselves. Culture consists
of a set of values and beliefs that
shape our behaviors - a way of life
that informs how a group of peop|e will
interact and take action towards a
common goail.

Therefore, it is imperative for
organizations to establish a set of
fundamental values and  transform

their cultures by reevaluating how their

organizations are benefi’ring peop|e,
purpose, and profit (29).

Women high|y value purpose-driven
work; nearly Y3 (30%) of women's
indicated  that

meaning in their work is their top way of

responses finding
measuring success in their careers. Aside

from better financial compensation
(47%) and a culture of compassion and
openness (33%), over a Y4 (26%) say
that an organization rooted in aligning
values is a top factor in moking a career

fransition.

Data referenced - 7q9: In order to define success on our terms in career, we must first do this for our lives. What is one way that you

know you are successful? 7r: What is most compe//ihg when mctlﬂ'ng a career transition?
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Organizations can make their values
count by introspectively revisiting their
mission,  vision, and vo|ues, while
acknowledging that such statements
‘must be owned and actualized by the
organization as a community” (30).
This recognition of an organization as
a ‘community” allows the company to
actively engage and advocate for their
peop|e's actual needs. After all, values
are on|y brough’r to life ’rhrough actions,
decisions, and behaviors. It begins
through an exploration of the shared
belief system driving an organization,
and moking concerted efforts to

support its employees through those
beliefs (31).

In addition to seeking out diverse
perspectives and engaging in difficult
conversations, bringing values to life
requires a deeper commitment fo
action. Awareness has to begin at the
organizational level, starting with

clarity of their values and how they

want to contribute to a better society.



While awareness helps with measuring a
baseline for work We||—being, high|igh’rs
organizational strengths, and establishes a
starting  point of communication, it
illuminates the misalignments between the
organization and individual that require

intentional action-taking.

The alignment gap in workplace culture
refers to the differences in vo|ues, be|iefs,
and behaviors between employees and

the organization (32).

By ’roking fime to recognize the necessary
steps, we can find ways to repair and
bridge re|o’rionships, whether it's peer-to-
peer or a manager with their team. Most
impor’ronﬂy, o|ignmen’r allows individuals
and their

integrity. It's not a matter of having it

organizations to live into
perfect to start with (because nothing
ever is), it's about moking efforts to

amend areas in need of support.

In some cases, it requires a deeper effort
to repair when we see there is harm -
such as the lack of psychological scnce’ry
within  the

or cultural  humility -

workplace environment.

Once the orgonizo’riono| culture is laid
out and communicated clearly to all
employees, it's important to start by
assessing employees' sense of safety and
support in their well-being by asking

themselves:

Here are the steps that organizations

can take to answer those questions and

70
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Rewriting power dynamics

Recognizing and comprehending power
dynomics and hierorchy between emp|oyers
and employees are frequenﬂy disregarded

CH’]CI

distinguish the nuances within the definition

undervalued. It's  important to
of power, and how it can translate to a
workplace environment in the form of
authority and influence (33).

Acknowledging  and how
identities and lived

inequalities, as well as analyzing power

examining
experiences create
dynamics within leadership, management,
and emp|oyees is crucial in promotfing a
thriving culture that's built on trust and

empowerment.

Additionally,

come

naming which perspectives
from privilege and bias is an
important aspect of promoting equity and
inclusion, especially towards those who
identify as BIPOC and women who are
juggling caregiving with work demands
(34). These groups have historically faced

systemic barriers and discrimination that

Welcoming and
judgment-free spaces

Keeping
commitments

Getting to know each other
personally outside of work

their and

experiences, and therefore have valuable

have limited opportunities

perspectives to offer on diversity and

inclusion.

To reinforce trust and empowerment in the

workplace, women say that a culture
emphosizing the fo||owing is desired:
welcoming  and  judgment-free  spaces
(39%), keeping commitments (28%),

getting to know each other personally
outside of work (27%), recognizing the
(25%),
success outside of produc’rivi’ry and output
(18%), and being called in and invited to

share their voice (16%).

humanity in  others redefining

All too often, power in the workp|oce IS
depicted through a narrow lens centered
around dominonce, Force, and coercion
that's primarily motivated Through fear
and control. Organizations can seek to
rewrite the way power is manifested
’rhrough a lens of trust and empowerment

of their employees.

Recognize that everyone is
human, including myself

Redefine success that is
not linked to productivity
and output

Being called in and invited
to share my voice

Data referenced - 7u: What are helpful ways to cultivate trust and empowerment in the workplace?
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Fvaluating actions & inactions

In order to bridge the alignment gap,
it's important for |eodership and
management teams to re-examine their
biases and be|ie1(s, set aside their egos
and personal agendas, and evaluate
actions impact the
psychological scfe’ry of women (and
those  with iden’ri’ries)

based on their unique lived experiences.

how their

marginalized

Women are often living in a culture of
fear when they don't meet the demands
of their

career peno|’ries, passive-aggressiveness

employers — ranging from

from colleagues, or disparaging
comments (35). Leaders and managers
their actions

can review by asking

questions such as:

o Are we equipping managers with
the necessary fraining to identify
and provide

during personal

challenges?

Validation and praise
of performance

Asks for feedback

Transparent about
growth opportunities

e How  are holding individuals
accountable for
?
e Do our workplace goals and

deadlines result from manufactured

urgency, or are we allowing space for
?

e Are our policies regarding promotions

sofe’ry that
authenticity,

To foster a culture of

encourages safety and
women recognize the fo||owing to be the
most helpful: validation and praise of
their performance (36%), asking for their
feedback (30%), tfransparency on grow’rh
opportunities (25%), and being invited to
the table (21%). When

celebrated for their wins

women are
and given
opportunities to progress without peno|’ry
of work,

for leading @ life outside

organizations win too.

Being invited to the table

Making them a part of
the table

Authenticity from leaders

Data referenced - 7n: What are ways that my workplace encourages and helps me feel safe as my authentic self?
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Offer flexible time management

Women are well aware of what they
need to thrive, and it’s imperative for
organizations to listen and give them
the autonomy and support Jrhey're
seeking. A flexible schedule (41%) was
indicated as the most important factor
that impacts their ability to do their
best work and achieve success, s|igh’r|y
higher than better

compensation (39%). It's noteworthy to

financial

mention that one s’rudy found that
peop|e who prioritize fime over money
are more likely to choose careers based
on infrinsic motivations rather than

extrinsic ones (36).

What does flexibility look like? Having
agency over one's time can be practiced
through remote work options, flexible
schedules, as well as managers who
know how to recognize and address

manufactured urgency with their teams.

Though it may noft o|woys be proc’rico|
depending on the industry, flexibility is
crucial in creating a more collaborative

environment FOF SuUccess.

Data referenced - 7i: What would be helpful for you in doing your best work and achieving success on your own terms?
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Engage through career growth, peer support, & mentorship opportunities

When women receive support for career
grow’rh and have access to men’rorship and
their

leads to success that ultimately benefits

peer-based  groups, engagement
the organizations they work for. Women
feel most connected to their impact and
success when they have opportunities to
learn and grow their knowledge (47%),
feel proficient at problem-solving (34%),
provide a  supportive ear fo their
colleagues (33%), and see the positive

impact ’rhey have on the world ’rhrough
their work (32%).

To foster their professional growth, women
indicated their top preferences for career
and
(31%), team-building workshops & events
(27%),
support their well-being (26%).

development  workshops frainings

and Workshops & frainings to

Supporting access to ERGs (employee

Workshops and trainings to
support my career growth

Team-building workshops
& events

Workshops and trainings
to support my well-being

Fun and creative offsites

resource groups) - as well as compensation
of their leaders (37) — can help foster
intentional community-building and more
effective engagement. While the role of

ERGs s

recognizing

evolving,

their

organizations are
value to connect with
other peers about their life experiences,
addressing the

fostering inclusion,

intersectionality of employees” identities,
and increasing engagement with allies to

promote equity in the workplace (38).

With only 39% of women saying they have
sponsors and mentors who oc’rive|y up|iH
them, the value of men’rorship from those
who have gone ’rhrough similar professiono|
experiences cannof be overstated. One
study measuring mentorship ROl over 14
years showed an increase of retention and
and

participants were 5X more likely to be
promoted (39).

salaries for mentees and mentors,

Career & leadership
development or coaching

Work-sponsored learning &
education (e.g‘ courses,
conferences, retreats
outside of the workplace)

Formal ;ﬁeer-fo-peer
mentorship or coaching
program

Affinity groups or
employee resource
groups (ERGs)

Data referenced - 7v: What type of career development programs or benefits would help you feel more connected to your current
role? 7I: | have allies and sponsors in my career who ocfive/y up/h(f me fhrough their /eodershlp and men’rorship. 7h: What are

alternative ways to view my impact and success at work?
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Listen and lead with openness

Leadership  that  avoids promoting
victimizing narratives about team members
ocknow|eo|ges that chc:”enges and

obstacles can exist in the work environment.

The most effective leaders Ocknow|eo|ge the
systemic and environmental factors that
contribute to those challenges and take

OCICII’QSS

leadership must acknowledge their own

action to them. Moreover,

responsibih’ry for creating supportive work
and  hold

accountable for achieving that goal.

environments themselves

It starts from the top — when leaders
model transparency and vulnerability, it
helps women feel safe to be their authentic
selves (39%), see leaders as more than just
their (36%), and

acknowledge that struggles and mistakes

professional  "role’

are a normal part of any path to success
(30%).

deve|opmen’r of

It's clear that a leadership team's

managers plays an

influential role in the mental health of the

teams they lead.

| feel safe to be my
authentic self, too.

| recognize they are
more than just their
professional “role”.

| can acknowledge that
struggles and mistakes
are a normal part of any
path to success.

In a new global study from the Work
Institute at UKG, nearly 70% of people
repor’red their managers have a significon’r
impact on their mental health (more than
a ’rheropis’r or doctor), and is equivo|en’r to
that of their partner (40). The quality of a
worker’s re|oﬁonship with their managers
can significantly affect their level of stress,
energy and  work performonce. Positive
relationships can result in increased energy
and commitment to Work, while negative
ones can have adverse effects. Managers
who exhibit empo’rhy, compassion, and

and

styles are more likely to foster positive

transparent vulnerable leadership

mental health in the workplace (40).

Given that the most appreciated attributes
that women are |ooking for in supportive
leaders are being a good listener (66%)
and their obi|i’ry to be honest and candid
(48%), it's evident that the top leadership
skills required to create safe spaces at
work are the willingness to listen, model

ou’rhen’rici’ry, and lead with integrity.

| feel invited to see their
real, authentic selves.

Our team interactions
feel honest and genuine.

Productivity and
performance levels
are higher.

Data referenced - 7t: What is he/pfu/ about leaders who model transparency and vu/nerobi/ify? 7m: When fhinkmg about supporters or

cheerleaders in your life, what attributes are the most important?
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Cultivate community support

lt's crucial for organizations to hold honest
conversations with leaders and managers
about their collective role in high turnover
rates, stalled goo|s, low producfivier, and

low employee engagement, which are often

a reflection of the organization's
management structure. By oﬁcering fraining
opportunities for management and

|eoo|ership to learn how to hold open,
respec’rfu| conversations with and between
peers, we can build more empathy and
tactful communication within team:s.

Organizations can activate community
support by providing non-judgmental space
at work to speak up (37%), building a
culture of trust, kindness, and compassion

(36%), and

practices that resolve workplace conflict

supporting communication

(29%), all of which can help women feel
their and

coworkers. Leaders that ’rru|y excel are

more connected to peers

those who have normalized conversations

around the complexities of the human

Having safe, non-
iudgmenfa| spaces to
speak up

Culture of trust,
kindness & compassion

Communication practices
that resolve workplace
conflict (e.g. set expectations,
respect personal differences,
active listening skills)

experience as a part of their workplace

culture —

!

but also offer a supportive presence during

times of persono| transition  (such as
becoming a new parent or experiencing
loss of grief). They take intentional and
deliberate measures to foster a
psycho|ogico||y safe environment and lead

by example.

By openly discussing their own well-being
s’rrugg|es, ’roking breaks, seeking ’rheropy,
and actively foci|i’ro’ring access to mental
health resources for their team members,
leaders can effectively shift the perception
support from a

of seeking care and

perceived 'weakness' to a strength.

Such fransparency and odvocacy speok
the

prioritizing mental health and well-being,

volumes  about imporfance of

both personally and professionally.

Aligned or shared values

Acknow|edging and
celebrating individual
efforts & contributions

Reciprocity (e.g.
mutual support to
uplift each other)

Data referenced - 7p: What is most important for you to feel like you can connect and relate with your co-workers and peers?
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To achieve sustainable ’rronsformo’rion,

organizations must establish trust and

fransparency in their processes and
policies, as well as their benefit. The
infegration of diversity, equity, and

inclusion (DEI) initiatives and well-being

Is imperative because ’rhey are

interconnected. Just as we are now
holding organizations responsible for
DEI, we must do the same for well-being
in recognition that we cannot address

one without the other.

The connection between well-being and
DE| differentiated

identities and lived experiences while

he||os center our

vo|io|o’ring the need for support systems
(41). It's

important to note that women are more

that are inclusive of them
than 1.5 times as likely as men at their
level to have left a previous job because
’rhey wanted to work for a company that
was more committed to DEI (42).

of accountability

Creating  systems

involves designing processes that lead to

When

established through sustainable systems,

action. occoun’robih’ry is

it can lead to improved engagement,
and ROI.
considerations  for
begin the shift.

retention, Here are a few

organizations fo
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Redefine accountability

In order to foster a culture of

accountability, both organizational
leaders and contributors must have an
understanding of their co-created system
of accountability as well as a willingness

to initiate it - it cannot be one-sided.

We traditionally perceive accountability
through a negative lens of unbalanced
reprimanding and blame-casting.

However,

. Achieving accountability
involves collaboration in creating systems

that  hold

regoro”ess of their position in the

everyone accountable,
organizational hierarchy. By establishing
trust and fransparency in organization
processes, companies can concurrently
provide opportunities for team members

to self-advocate and speok up for

Fair & equitable
compensation

|nc|u5|ve health benefit
packages (e.g. supports
menta heal’rE fertility care,
pregnancy, menopouse)

Paid mental health days

themselves while supporting them as they

take responsibility for their own actions.

Build an inclusive benefits package

benefits

packages to support well-being is a great

Re-evo|uo’ring employee
starting point to start imp|emen’ring shifts
in structural support and demonstrates
their employer values of physical and

mental health.

Aside from fair and

compensation (37%), women say that the

equitable

top emp|oyee benefits that would support
their We||—being are inclusive health
benefit package (e.g. supports mental

heo|’rh,

menopause), poid mental health doys

fer’ri|i’ry care, pregnancy, and
(32%), and caregiver po|icies such as
paid family and medical leave, fair &

flexible

protection for caregivers (21%).

scheduhng, poid sick time,

Caregiver policy (e.g. paid
fami medical leave, fair &
flexible scheduling, polcl sick
time, protection for caregivers)

Hybrid/remote work options

Wellness stipend

Data referenced - 7w: What employee benefits would help your well-being feel more supported at work?
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Commit (o routine assessments

Accountability starts with a commitment to
routine measurement and organization-wide
assessments based on company-specific
that

pericormorice. For instance, these metrics

metrics extend beyond work

can ask individuals whether they are
investing in self-improvement and utilizing
available resources, as well as considering
factors such as workplace satisfaction,
engagement, and a regular cadence of

accountability reviews.

We must also broaden our measurement
approach beyond hard ROI

include factors such as

metrics to

Move from performative to normative

The concept of We||—being accountability
ultimately relies on the mutually beneficial

and supportive re|o’rionship between the

organization and employee that's
established through a synergistic
agreement. However, organizations must

prioritize the sus’roinobih’ry and |ongevi’ry of
the support ’rhey provide. For exomp|e, the
occurrence of mass |oyofi(s that undermine

DEI

OF an

important initiatives is a sfrong

indicator organization's wavering

commitment fo creating a culture of

inclusivity and well-being (43).

Moving from performative to normative
orgonizo’riorio| occoun’robih’ry requires more
than ticking off a box for diversity or
and

benefits packages. It involves examining the

providing desirable compensation

outcomes  and deve|oping sustainable
solutions built around meaningful shifts that
value our human experience, rather than
simp|y offeririg a benefit that may or may

not be utilized ei(i(ec’rive|y.

offering EAPs

assistance programs) or mental health doys

For example: (employee

may be insufficient. Rather, are your
managers and leadership encouraging or
use? That will

whether the desired outcomes are achieved

modeling its reflect on
and provide a more reliable assessment of
workplace culture.
Additionally, a visible commitment to
bui|ding We||—beirig and mental health into
policies, practices, and processes include
mental health PTO, training managers to
seek  mental

encourage employees to

health, communication fraining for both

and
bias
c|eor|y defined roles and goo|s (5) Seeking

employees leaders, providing

unconscious training, and having
ongoing feedback from employees around
inc|usivi’ry and mindful |onguoge are also

examples.
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Focus on people first

look at
and

productivity as their motivating drivers to

often

While

improved

organizations
retention, recruitment,
include well-being programs, the benefits

of investing extend beyond these
outcomes. U|’rirndJre|y, positive outcomes

of employees fee|ing
respected. When

their

o|igned, v0||ued, and

workplaces prioritize |isTening to

emplo ees, positive results will follow.
ploy P

OII’]CI

hOS

Providing a safe, supportive,
validating  workplace  for

benefits.

women

numerous Women are more
engaged (50%), better able to work as a
team (32%), feel less burned out (30%),
and are better at ideating and creating
(27%). According to a 2021 study from
the National Safety Council and NORC
(45),

from the University of Chicago

We must start
redefining productivity around 'purpose'

over simply 'profit"

| feel more motivated
and engaged.

| have more capacity to
encourage and support
my team members.

| feel less burned out in
my day-to-day.

If the desired outcome of well-being is
better produc’riviiy, then we must seek to
establish the intrinsic motivators that
speak to the values women hold close. This
includes: knowing they are worthy of their
current successes and are capable of more
(38%), embracing failure or missteps as
part of the process (38%), recognizing
their

productivity output is not a

measurement of their value or worth
(37%), and remembering there is more to

life than work (31%).

|eddersnip
and

retention of talent. For instance, when an

Purposeful, values-driven

directly relates to the attraction
employer’s efforts to create diversity and
inclusive cultures are recognized by their

employees, the

(44).

| am better at ideating and
creating.

| am more confident that |
can stay at my company for
a long time.

| feel more connected with
my purpose to do
meaningful work.

Data referenced - 7s: What positive outcomes have you experienced when you feel safe supported, and validated at work? 7y:

Which affirmations are most nelpful in reminding you that your producfivify does not determine your innate value?
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Women leaders are especially uniquely
positioned to lead through purpose. As
one Forbes article highlighted: "“When
women are in charge, companies achieve
diversity targetfs sooner, provide higher

sales growth, and improve earnings-per-

share” (46). This underscores why
companies benefit from women leaders
who  create purpose-driven, people-

cen’rered business mode|s.

As such, companies that prioritize CSR
(corporate social responsibility) and ESG
(Environmental, Social, and Corporate
Governance) goo|s have a crucial role to
place in effecting positive societal and
environmental change. Sustainable
businesses that adhere to CSR and ESG
practices have an opportunity to bring

and

change from the inside out, with studies

about  tangible  transformation
showing there are clear economic benefits
of sus’roinobih’ry - both in its financial
performance as well as the role they play
(47). Although no

organization can achieve perfection, those

in  creatfing it

———

that consistently move ’rhrough this
can

achieve long-lasting positive effects.

Active participation from all stakeholders

is crucial for such processes to be
effective. Establishing cultures of care
benefits more than just the individual

woman or the company's bottom line.

Supporting women benefits the
socioeconomic health of our broader
community (48) — from families to

countries. When women are supporfed
and empowered, ’rhey thrive in both their
personal and professional lives, creating
positive ripples within their families and

communities.

As we navigate the challenges of the
world today, we are seeking stability and
a sense of purpose. People are looking

for |eoo|ershi|o to believe in.




OUR COMMUNITIES

Community is a |iving concept, from our

ever-evolving  definition of  nuclear

families to our schoo|s, Workp|oces,
cities, countries, and the re|o’rionships
that weave these separate groups into
one interconnected world. When we help
these various

women ACross

microenvironments, we he|p societies

succeed globally.

importance of

Despite  knowing the

women's advancement for society's
benefi’r, women still face the brunt of
social and economic crises, thus moking
it more difficult for communities to
overcome barriers. The fo||owing are the
gaps
considerations for how communities can

bridge them.

most crucial to Oddress, and
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A McKinsey Global Institute report
finds that $12 trillion could be added
to global GDP by 2025 by advancing
women’s equality (48). To close the
equo|iTy gap, women's advancement
will need to hoppen in the pub|ic,
private, and social sectors. This echoes
what UNDP sustainability goals have
2016

introduction, cc1||ing gender equo|i’ry a

been calling for since its

necessary foundation for a peaceful,

cmd

prosperous, sustainable world

(48).

ocknow|eo|gmerfr, our

Despite  this

work culture continues to have
inadequate structural systems in place
their

to support women in

interconnected roles as caregivers,
mothers, partners. The result was a
loss of top talents — and an increase
in depression and anxiety amongst
women employees. In 2019, before the
pcmdemic, women accounted  for
394% of total employment; however,
in 2020, women represented nearly

45% of global employment loss (49).
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Notably, 45% of women say that making
enough money was their greatest career
concern; 47% say they carry 75% to 100% of
domestic obligations, and 44% are concerned
about their physical and mental safety within
their community. This aligns with some of the
key areas identified where odvoncing parity
would be most impoc’rfu|, including blocked
economic opportunities, time spent in unpaid
care work, fewer legal rights, political
underrepresen’ra’rion, and violence against

women (48).

In order to enact positive change within our
communities, we must address the inequities
that exist and acknowledge that we don't all
start from the same place. Equality is simply
the outcome we desire; we need equity in
order to achieve it. Po|icy frameworks such as
Targeted Universalism introduced by Berkeley
professor john a. powe|| of the O’rhering and
Belonging Institute are positioned to work
towards common universal goo|s within our
social and civic fabric, while also developing
targeted strategies to meet the unique needs

of particular groups that have been historically

neglected (50).

By centering our focus on belonging and
bridging instead of structural exclusion and
morginohzo’rion, we can build o more
prosperous, peaceful, and sustainable society
that benefits us all.

Data referenced - 7d: What types of challenges have you ever
experienced regarding your work and career? 6i: What percentage of
the household or domestic labor do you feel responsib/e for carrying on
your own? 5n: How concerned are you about your sense of physical and
psychological safety in your community?




We don't all

mothers, or wives and partners. But we

work. We're not all

do all live in a community with one
another, and how we embody these
roles speaks to our connections within

society as a whole.

Our lived experience is a compilation
of our different roles, including how
society categorizes and assigns them to
us within our identities. How the world
sees us affects our re|o’rionships,
opportunities, mental health, and how

we show up for others.

Yet when we have the capacity to
respect each other’s freedom to self-
define the roles we inhabit, that's how
we can thrive - both individually and
as a collective. 47% of responses from
women say, ‘recognizing their different
identities and their impact on the world
and how they view it” would help them

build a

community. [t's

stronger, less biased

time to rewrite and
restructure those defini’rions; it's time to
toss out labels that divide us, |ocking us
into buckets that prevent our collective

efforts toward positive chonge,
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It's encouraging to see all the women who
recognize this and want to be better allies -
over half (55%) of responses indicate women
want  to opprooch peop|e of different
identities in an open-minded & inclusive
manner, and 1 in 3 (33%) want to discuss
how they can better support marginalized
groups with friends, fomi|y, and peers while
acknowledging our own individual lived

experiences (46%).

Furthermore, nearly half (49%) of responses
indicate women want to ask better questions
of themselves to better understand how their
biases have shaped and impacted their
’rhough’rs and actions. By recognizing that
allyship is an ongoing journey of learning and
unlearning, nor a perfect or easy process, we
can continue to advance towards building a

more inclusive world for all.

While we can acknowledge that the lack of
safety, trust, and belonging within our
environments have created barriers in seeing
that we are one community, we also have an
opportunity and need to break down the
systems that divide us and address the

unigque inequities that individuals face.

As we move from 'me to we', we will learn to
see that our actions affect one another and

are all connected in this continuum of life.

Data referenced - 5r: What are helpful ways to further explore how your
intersectional identities affect how you intferact with others? 5s: What are
ways in which you can expond your lmow/edge in support of those outside
of your own identity or in marginalized communities? 5t: Allyship is an
ongoing process of /eaming and un/eoming, honesfy, vulnercrbi/ify, and
Forgiveness. What messages or affirmations would he/p remind you that
allyship isn't meant to be a perfect or easy process?




“We are here to awaken
Jrom our illusion of

separateness.”

- THICH NHAT HANH
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We are not the labels society inscribes
us with. We are not the sum of our
successes, nor are we the compi|o’rion of
our failures. We're not defined by our
histories, nor are we separate from
them. We are individuals of many
identities, living together in our various

communities.

Who we are and how we iden’rify are in
lived

experiences; we are influenced by and

constant conversation with our

help shape the societies we live in.
Togefher, we can create a culture shhc’r,
restructuring societal norms and writing
a future that better supports not just
women, but extends to all persons -
regord|ess of race, gender iden’ri’ry,
sexual orientation, disobih’ry, and other

diverse bOCkgI’OUﬂdS.

Choosing change isn't easy, nor is it an
individual act; our homes, workplaces,

and communities influence our choices,

which

overall system.

IS Why we must reshope the

Now is the time for women to be well,
together. Along with listening to women,
companies can win by creating greater
opportunities for meoningfu|
conversation, inc|usion, and growfh —
with safe spaces that are representative

of our various cultures and identities.

to be

ro|es

Women need represented in

Clnd

unique

business
their
perspectives can shope the futures of
and benefit

with increased peace, prosperity and

leadership within

organizations SO
our communities society
sustainability — as study after study

SI’]OWS.
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Beyond talk, we need action. How can
we move forward to rebuild the
community structure and enter into

conversations that move us forward?

Companies can  support  women's
multiple roles with flexible hours, paid
leave, and adjusting the physical office
to speak to women — this includes space
for privacy, areas for breos’r—pumping
and feeding, family support, counseling
and mentoring services that address the
ways in which systemic inequality has
been internalized to limit our chances for

professional advancement.

Societies must place a value on unpaid
labor; recognizing caregiving and
domestic labor as work is a crucial step

to closing the gender gap. It's also time

to recognize family leave and flexible
hours across gender lines — from a )
government scope, not just an elective

corporate responsibility.

This message of worth follows women
home and extends to the next generation

and our broader culture.

39



Throughout these changes, we must be
mindful of the

influence that

cross-genero’riono|
families have on our

greater  community  and  societal

prosperity, and start p|on’ring seeds of
Children’s
mental health is influenced by parents’
mental health (52), oﬁec’ring the next

se|f—wor’r|'1, net

equity rather than injustice.

generational cycle of
worth, and job performonce, Our doy—To-
doy life is the intersection of our lived
experiences; we can begin changing our
future by voicing our need for justice,

fairness, and dignity for all.

We need businesses and organizations to
hold themselves accountable for the
microenvironments they influence. The

dimension of ESG s

considered a barometer for corporate

social often

culture and a measure of impact on

workers” well-being (53); it's one way

that  businesses are  establishing
strategies and evaluation metrics to
measure how ’rhey're bui|o|ing social
capital  with  their  community of
stakeholders - from their investors to
employees to their community of

consumers. No’rob|y, one on0|ysis
showed that social-related shareholder
proposals in ESG increased by 37% in
2021 compared to the previous year
(54). It's clear that the well-being of
people is an essential driver of success
for any organization, and ESG
provides an accountability framework
to move beyond virtue signo|ing and

performative activism (55).




Lastly, we also need to hold ourselves

accountable; we're imperfect and that'’s okay.

It's time for open dialogue to bridge our
understanding with individuals outside
our immediate communities — beginning
with conversation, we can challenge our

own echo CI’]CImeI’.

Togefher, we can reshope the narrative
and restructure the system — building

communities of the future.

Our collective action begins from a
point of understanding, by recognizing
that our behaviors are influenced by

and acknowledging our

CII’]CI

socialization,

humanness is full of missteps

mistakes. It's time to start listening and
through

It's time to be our authentic

show o||y5hip intentional
action.
se|ves, and ’rhereby inspire others in

their own ou’rhen’rici’ry.

As we step toward ’roge’rherness, we
also celebrate our uniqueness. As we
acknowledge individuality, we also
respect the lived experiences of others.
As we create space for o’rhers, we

initiate healing for ourselves.
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