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What is Stanford Biodesign?
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Our Mission

Educating and empowering health technology innovators
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Our Mission

Seed Grants

Teaching

Mentoring
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Why Gender Diversity?

• Studies have shown that gender diversity is a business 

imperative:
• Linked to positive financial performance

• Helps catalyze and sustain innovation

• Increases the “collective intelligence” of the organization

• Is the right thing to do…
• …especially since women make ~80% of all healthcare decisions

• Unclear how our industry was performing

• And our own programs were predominantly male
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The Project

• Initiated a survey to characterize the gender landscape within 

the health technology sector

• Devices, device-based diagnostics, digital health, health IT

• Specific goals: Better understand the industry’s current 

performance on factors such as:

• Female representation in leadership

• Perceptions of gender dynamics, workplace equality, job satisfaction, 

and work-life balance

• More than 400 responses
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Male respondents scored higher on 5 out of 7 proxies for job satisfaction and inclusive environment at 

statistically significant levels than female respondents
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Senior leaders are actively focused on recruiting and promoting women

The workplace empowers women to reach their full potential

Criteria for promotion are the same for men and women

My managers advocate on my behalf to help me be successful

My workplace offers flexibility - I can work remotely, and come in late or leave
early as long as my work gets done

I feel like I fit in and am part of the team at work

I speak freely at meetings; my professional contributions are heard and valued

Percent of Respondents 

Male respondents Female respondents *p < 0.05
Source: Stanford Biodesign Gender Survey 2019
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Respondents were asked to rate where they believed the greatest inequalities exist between men and women in 

their workplace (no inequalities = 1, major inequalities = 4) – across all issues, men perceived lesser inequalities 

compared to women

Inequalities in the Workplace

Source: Stanford Biodesign Gender Survey 2019
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Lack of self confidence

Lack of mentoring

Exclusion from networks of communication and influence

Desire to balance work and family responsibilities

Lack of female role models

Stereotyping and bias

Lack of workplace flexibility

Lack of top management commitment to gender parity

Disinclination to self-promote

Percent of Respondents by Gender
Male respondents Female respondents

When asked about barriers holding women back from senior leadership roles, 70.4% of females listed “exclusion 

from networks of communication and influence” while 61.6% of men cited “desire to balance work and family”

Barriers Holding Women Back from Senior Leadership

Source: Stanford Biodesign Gender Survey 2019
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Take-aways…

• Men responding to the survey believed that the work environment 

for their female colleagues is far more meritocratic and inclusive 

than the women reported

• Male respondents were more likely to believe that efforts around 

diversity and inclusion are sufficient and/or that the problem is not 

that great, whereas women are more likely to believe that 

improvements are needed

• Women experience a non-inclusive culture at work that, for the most 

part, their male counterparts may not even see

Source: Stanford Biodesign Gender Survey 2019
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Being interrupted or talked over in meetings

Being expected to clean-up after events

Being handed papers after a meeting to recycle

Condoning or explaining away inappropriate comments or humor

Asking female team members for clerical or hospitality assistance regardless of position

Having concerns invalidated when raised

Planning social activities for evenings/weekends when not everyone can easily participate

Not giving credit where it is due
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Small wins

• Pursue a portfolio of concrete, implementable actions that 
produce visible results

• Small wins motivate further action and are the building blocks 
to larger organizational transformation
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Small wins

• Sourced ideas from our team

• Sought best practices from the literature in the areas of 
recruiting, hiring, mentoring, promotion, workplace culture, and 
work/life balance

• Rolled out the small wins concept to our entire team

• Made gender diversity, equity, and inclusion a regular agenda 
item at our bi-weekly program meetings
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Work-in-progress

• More work to do, but off to a 
reasonable start

• Small wins approachable 
and sustainable

• Expanding into racial 
diversity

• Sharing the approach with 
the broader industry


