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CAREER ENTREPRENEURSHIP SKILL IMPROVEMENT

And how men can support the revolution

If you are a woman reading this article, don't put it down just yet because I am a man. The opinions and recommendations I will
present here are based on research and advice from some of the top economists, organisational psychologists and business executives in
the world, many of them being some of the most influential and successful women on this planet. If you are a man reading this,
understand the fact that women driving organisational change isn't mutually exclusive with men driving it. Rather research shows
organisations perform significantly better when both forces work together. The recommendations I will present here will help your

THE HIDDEN PROBLEM WOMEN
FACE WHEN TRYING TO DRIVE

ORGANISATIONAL CHANGE

I won't talk about the social and institu-
tional glass ceilings that stop woman
from joining organisations in the first
place. I will talk about the hidden hur-
dles they face once they try to drive
change as a member of the organisation.
‘Driving organisational change' (differ-
ent from organisational growth) is
mostly associated with 'assertiveness’,
'‘dominance’, 'being non-conformist'
and 'taking ownership'. Research shows
these traits are considered 'masculine’ in
the society. As a result, when women try
to drive organisational change (show
these traits), it is considered deviant
feminine behavior and thus they face
serious social and professional repercus-
sions, Multiple studies show women
getting severely penalized for voicing
opinions, taking non-conformist initia-
tives or driving negotiations when their
male colleagues get praises for doing the
same thing. So, women stop trying.
What should they do?

STATUS BEFORE EXERCISING

POWER

There is a silver lining in all of this. In the
New York Times best-selling book “Origi-
nals”, world famous organisational psy-
chologist Adam Grant demonstrates that
women don't face repercussions when
exercising power or driving change as long
as there is a clear proof of their compe-
tence and organisational status. Simply
put, a woman can only drive organisa-
tional change without facing social penal-
ties if she has already shown competence
and thus earned status by other means.
Examples include leading a top-
performing project that drove business
growth but wasn't essentially non-
conformist, producing insightful research
papers, etc.

So, earning status is the first step; gain-
ing power to drive organisational change
will follow. However, there are 2 major
barriers women face on their path to gain-
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organisation do just that. Here is how you can support the revolution.

ing organisational status. What are they?
BARRIER #1

Eminent economics Professor Linda
Babcock in her highly acclaimed book,
“Women don't ask” shows how the biggest
problem stopping women from gaining
organisational status is that 'they don't
ask'. Meaning they don’t ask for promo-
tions, they don't negotiate for higher sala-
ries or they don't take credit for their work,
hoping someone will just recognise her
work and offer her that. But the recogni-
tion doesn't always come in organisations.
Thus, this habit can lead an average
woman in the USA to earn almost
$500,000 less than a man with the same
qualifications over the course of a lifetime
and get fewer promotions. Why don't
women ask? Linda Babcock argues it's
because of two reasons;

Firstly, women are socially conditioned
from an early age to accept personal con-
ditions as they are and never to question
norms around them, even if the norms
oppress them,
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Secondly, women get penalized if they ask
for things since it is considered deviant
feminine behavior.

HOW DO WE REMOVE BARRIER #11?
Although this early social conditioning
and the fear of getting penalised stop
women in most cases to advocate for them-
selves, research shows that women don't
get penalised for advocating for others
(because it is considered an ideal feminine
communal behavior). As a result, women
become very successful and powerful
negotiators on behalf of others.
Recommendation for women: Open an
all-women group inside your organisation.
The members of the group will be respon-
sible for advocating for other female col-
leagues’ salary raises, promotions, etc. The
group will keep track of top female per-
formers and negotiate for them in front of
the organisational leaders. This will lead
to better negotiations, less social penalties,
more female promotions and raises.
Recommendation for men: Make sure
the male leaders sit down every now and

then with the female advocate group to get
updates on which women are performing
well and thus deserve promotion, without
them having to ask for it (and hence get-
ting penalized).

BARRIER #2

According to Sheryl Sandberg, COO of
Facebook, billionaire and author, a cru-
cial barrier for women in gaining organi-
sational status is the lack of mentoring.
All successful personalities have mentors
and that's crucial in succeeding. But since
there are very few women in top posi-
tions, there is no one to mentor the aspir-
ing women in organisations. And thus,
they get stuck.

HOW DO WE REMOVE BARRIER #27

Female leaders in the organisation should
host mentoring sessions to provide prom-
ising femnale talents with the guidance they
need.

Recommendation for women: Reach
out to the female leaders with specific
questions and seek career guidance. Don't
just ask them to be mentors; ask them for
advice on specific questions and career
problems. It's easier and more productive
for a mentor to help that way.,

Recommendation for men: Chances are
that the organisation doesn't have female
leaders yet. So, you have to take the role of
being a mentor. Instead of waiting for the
promising female employees to come to
you, reach out to them and guide them.

Top performing organisations in the
world actively follow this system to pro-
mote growth and transformation. It's time
Bangladesh followed suit.

SEFAM SHAHID NOOR

Seeam Shahid Noor is a 2nd year student at
Harvard University studying Applied
Mathematics and is passionate about inspiring
professional development in communities
around him. Email him at

seeamnoor @college. harvard.edu to express
opinions, requests and compliments.
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HOW WOMEN CAN DRIVE ORGANISATIONAL
CHANGE IN BANGLADESH

THE BOSSMAN

BY E. RAZA RONNY

ON THIS WOMEN'S DAY, WE'VE
ATHERED TO HONOUR, ELEVATE &
CELEBRATE THE ACHIEVEMENTS OF
OUR FEMALE COLLEAGUES. BRING O
THE EQUALITY (AS PER POLICY).

ER, SHOULON'T WE AT
LEAST HAVE THE WOMEN

HERE WITH US SO WE
CAN TELL THEM THIS?

/ WHAT!2 NO! THEY

AREN'T ALLOWED INTO
THE SECRET HIDDEN

HALL OF MEN
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Bangladesh is rapidly moving towards middle income
status by 2021. Our businesses definitely offer
immense opportunities for the growing economy and
this diversity needs a stage for the stories untold. See
Bangladesh make its mark on the global map as
Making a Difference brings you our proudest success
stories from across the country.

ORGANISED BY MACES

Journalist Meet & Q/A session
organized by Maces Bangladesh on
March 17 at The Daily Star Centre,
was a meet and greet between
journalists and representatives
from the University of Nottingham
and Queen Mary University of
London. The session started off
with an introduction from Rouham
Manzoor, managing partner of
Maces Bangladesh. He introduced
the purpose of his company as an
education consultancy in
Bangladesh. He gave a brief
summary of services provided to
students by Maces, including
assistance with university research,
interview preparation and visa
application. Tina Salem Manzoor
founded Maces in 2007 with a
vision to make her company a
household name in the education
sector of Bangladesh.

After the brief introduction, the
program then proceeded with
presentations by the two university
representatives. Emma Winter,
international relations manager of

the South Asian region of
University of Nottingham,
presented an overview of her
university. University of
Nottingham provides full financial
assistance to its students, with a
mesmerizing location in the city of
Nottingham with smaller
campuses in Nottinghamshire &
Derbyshire. Lee Wildman, the
director of global office of Queen
Mary University of London,
presented the course facilities and
benefits of the urban location of
Queen Mary University. Students
receive full financial assistance
along with discounts in stations
and restaurants around London
with a valid student ID. The
research facilities and medical
program of Queen Mary are
noteworthy:.

The program then followed a
series of questions by journalists
from different print media outlets
like Dhaka Tribune, The Financial
Express, etc. Questions were asked
regarding the alumni pool,

percentage of international
students, part time work, research
oppottunities, and entry
requirements. The alumni pool of
Bangladeshi students from Queen
Mary is over 1000, with around 90
students currently being enrolled
from Bangladesh. Nottingham
boasts a pool of 40 Bangladeshi
students who are enrolled
currently. Both universities require
IELTS scores. Jobs are available on
campus to assist international
students in funding their education
alongside scholarships, with 20
hours per week being the current
permissible work limit.

The program was concluded
with a thank you speech from
Rouham Manzoor who
emphasized the importance of a
foreign education and its values.
Interested students were advised to
contact the Facebook page of
Maces Bangladesh for counseling
services.

NOSHIN SAIYARA

PRACTICE YOUR VOLLEY BACK THE POINT OUT
BEMUSED REACTION USUAL ATTACKS PATRONISING

When you hear some- When you just know REMARKS

thing that isn't exactly someone is about to call When you hear patroni-
sexist or threatening, but you hysterical or sing comments such as
is quite gendered and emotional, go there first. “Good work, sweetheart"
immature, look at the People who call you or "Nice try, kid", retaliate.
perpetrator like he is an these things possess the Subtle comebacks are
infant and laugh it off traits themselves, and as your best friends for telling
while rolling your eyes. such hate being called them you don't apprecia-

out. te their behaviour.

CALL IT OUT PRETEND YOU DON'T BLAME IT ON

AS A TEAM PLAYER GETIT GENERATIONAL
Sometimes when you're Respond to sexist DIFFERENCES
working in a team, and comments with feigned When someone implies
someone says something confusion. When women are bad at math,
sexist, call it out while someone cracks a joke cheerfully suggest that a
also making it seem like about women not being generation gap exists
you're on the same side. able to drive, pretend to since your generation of
That way you can send take notes. When he tries females had access to
the message across to clarify it's a joke, ask the same math classes
without antagonising him. him to explain. alongside males.
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