‘Sponsorship from the Leadership
is a Focal Point for Diversity’

Engaging business leaders and managers
is key todeveloping women's careers, savs
Elizabeth Nieto, senior vice president,
global chief diversity and inclusion officer
at MetLife,

MetLife has 60,000 employees inover 40
countries, and has four women on the board
of directors. Women constitute about 48% of
its workforce overall, and 25% of its lead-
ership. "Wemake our leadersunderstand
the value they bring by sponsoring theca-
reer development of women,” says Nieto,
who was in Indiarecently.

MetLife's presenceinindiaisthrough PNB
MetLife,ajoint venture between MetLife In-
ternational Holdings, Punjab National Bank,
Jammu & Kashmir Bank, M Pallonjiand
Company and other privateinvestors, with
MetLife and PNB being the majority share-
holders. Excerpts from an interview with
SaumyaBhattacharya.

How do you develop careers of

women employees?

We haveavery selective group of women
for 14 months inaprogramme where we try
todiscover what women wanttodo in their
careers, and whether they have the skills
and aspirations todo it. Our conversations
have changed,and we havebeen able to
stop women from leaving because they see
alot more opportunity for themselves.

How do you engage managers and
leadersin developing women'scareers?
We spend a lot of time talkingabout the di-
versity and inclusion policy. Wealso talk
about whether we have theright talent from
the market: are we developing enough
women internally? Moving the needle is not
easy. Athird of men totally getit; a third
think it's a business opportunity and they
will engage. A third will roll their eyes, and
wedon't want to work with them.
Indiversity and inclusion,our focusison
sponsorship from the business leadership. It
starts with challengingroles that have the

rightamountof support.

Why are women leaving the workforce?
Indeveloped markets, women at the senior
level do not leave to go back home. They
leave to be entrepreneurs, go to not-for-
profit, and to smaller organisations.

In emerging markets, itismoreaboutin-
frastructure. The women focuson: ‘Am| get-
ting enough excitement that | leave my fam-
ily todo this?”

The US, for instance, does not have ma-
ternity leave. We changed the policy. Earli-
er, women would get two weeks, and now
they get eight weeks inour company.

\We also created transitional workshops for
women and their managers to plan before
and after their maternity leave. The work-
shops focus on conversations between the
employeesand their leaders.

Would youhave any advice for potential
women leaders and their organisations?
Women need to have aspirations. Orga-
nisations need to change the authoritative
and directive leadership. You need to be col-
laborative, and cannot use gender-specific
words. You need to use competence-specific
words. For instance, when you sayaman is
aggressive, heisagood leader, butanag-
gressive woman is not. What's important is
what 'aggressive means. We are makingour
leaders expand their vocabulary in the con-
textof diversity.



