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In our seminal     2016 gender equity report1    we 
revealed a new finding called the Manager Divide—
an underrepresentation of women in manager 
positions from age 32 onwards—and linked this trend 
to the subsequent finding that as careers progressed, 
women faced a substantial gender wage gap that 
was nearly impossible to close.

In this new report, we uncover changes in Manager Divide 
trends between 2017 and 2020 for US employees of large 
companies. The measurements are using a US enterprise 
subset of the Visier Insights database, which comprises 
over nine million employee records from more than 
4000 companies. 

While our previous findings of a managerial divide 
still holds true today as it did five years ago, the 
overall picture is encouraging, with women aged 35 
to 40 seeing the most gains in the share of manager 
positions. High tech and manufacturing employers 
also made significant progress. 

However, across all industries, the Manager Divide 
persisted—worsening with age, making it increasingly 
difficult to close the gap once it began. It is also important 
to note that, while we continued to see improvements 
being made in 2020, it is unclear how the current health 
crisis will impact women’s careers in the longer term.

 

https://hello.visier.com/gender-equity-report-visier-insights/
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Figure 1: This graph compares the manager ratio by age (the proportion of workers in a particular age group who are people managers) 
for males and females. The gender gap in manager roles starts widening at age 30-35.

The Manager Divide persists—but has 
narrowed slightly overall.
The Manager Divide continues to be a problem across 
organizations, with older workers experiencing the worst 
of it. For younger people aged 25 to 30, the manager 
ratio is about equal. In fact, for female employees it is 
actually higher than for male employees. At this age, the 
manager ratio is 5.2% for females and 4.7% for males. 

By age 30 to 35, however, the situation changes, and the 
manager ratio is higher for men than it is for women. By 
age 35 to 40, a clear gap has emerged, with a manager 
ratio of 19% for male employees and 16% for female 
employees. 

This widening trend continues, and is very pronounced 
at age 45 to 50, when the manager ratio for female 
employees is 19%, while for males it is 25%. Beyond age 
50, the manager ratio drops for both genders, but the 
gap continues widening.
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Figure 2: This graph shows the change in female to male manager ratio between 2017 and 2020. During this time period, the gender gap 
narrowed overall. In 2017, there were 74 female managers per 100 male managers. In 2020, this number rose to 78 female managers per 
100 male managers.

The general pattern of a gap starting in the early 30s 
and then worsening with age is consistent with what 
we originally found in 2016. Clearly, the Manager Divide 
has not disappeared—but there has also been progress 
in recent years: In 2017, there were 74 female managers 
for every 100 males in manager positions. In 2020, this 
number rose to 78 female managers per 100 males in 
manager positions. This represents a slight narrowing of 
the Manager Divide overall.



Visier Insights™ Report: Gender Equity and the Problem of the Manager Divide

Employers set the stage for future progress 
with gains for women aged 35 to 40.
While the overall improvement in the Manager Divide has 
been driven by several age categories, one demographic 
stands out in terms of progress—indicating a potential 
turning point for gender equity. Between 2017 and 2020, 
the Manager Divide narrowed the most for employees 
aged 35 to 40. In 2017, there were 73 female managers 
per 100 male managers in this age group. By 2020, that 
gap narrowed significantly, with the proportion of female 
managers rising to 84 per 100 male managers.

Given that American women give birth in their early 30s 
more often than at any other age2, this data suggests 
that mothers have been getting back on the career track 
faster after having children, and that organizations have 
potentially limited the impact of maternity leave on a 
mother’s career. 

These are important years in career development, as 
Figure 1 shows, once the Manager Divide begins to take 
hold, it becomes difficult to close. If our hypothesis holds 
true, then we should expect to see the progress made 
for this age group affect later demographics positively as 
this cohort ages up. 

However, it is impossible to report on these figures 
without taking into context the global pandemic that 
impacted the workforce in 2020. The ongoing healthcare 
crisis may have lasting impacts we cannot predict; 
several studies have shown women have been severely 
impacted by the pandemic, including a 2020 Lean In/
McKinsey report, which revealed that 1 in 4 women 
have considered “downshifting their careers or leaving 
the workforce” due to increased childcare demands and 
other pandemic-related stressors.3

Figure 3: This graph shows the year-over-year change in female to male manager ratio for different age categories. The gender gap in 
manager roles narrowed the most for workers aged 35 to 40.

https://www.cdc.gov/nchs/data/databriefs/db287.pdf
https://www.cdc.gov/nchs/data/databriefs/db287.pdf
https://wiw-report.s3.amazonaws.com/Women_in_the_Workplace_2020.pdf
https://wiw-report.s3.amazonaws.com/Women_in_the_Workplace_2020.pdf
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Figure 4: The female to male manager ratio improved the most for high tech and manufacturing companies, but did not change 
significantly for finance. This graph illustrates the change in representation over time for these industries.

High tech and manufacturing improved  
the most.
The gains women have made in manager positions also 
varied by industry, with the traditionally male-dominated 
sector of high tech experiencing the most improvement. 
Between 2017 and 2020, high tech moved from 53 female 
managers per 100 male managers to 63 female managers 
per 100 male managers. Manufacturing also experienced 
a significant improvement in the Manager Divide, moving 
from 69 female managers per 100 male managers to 78 
female managers per 100 male managers.

One sector that has not seen much movement is finance. 
Between 2017 and 2020 the sector saw only a small 
change, moving from 63 female managers per 100 male 
managers to 66 female managers per 100 male managers. 
This change is not statistically relevant enough to relate to 
any positive change in the industry overall.
 



Summary
There is still a long way to go before employers achieve 
parity in manager positions, but there is reason for 
optimism. Women aged 35 to 40, along with high 
tech and manufacturing employers, have been 
making significant progress in recent years.

Further improvements are not guaranteed, however, and 
gender equity must continue to be pursued by design. If 
you have enhanced your people analytics capabilities, 
now is the time to take employee sentiment and 
performance history data into account when making 
promotion decisions. With a full understanding of 
how broader trends are impacting gender equity, 
employers can make the best decisions possible 
and continue making headway. 

For more advice on how to set the right strategic 
foundation for achieving gender equity, read our 
research report: 

Visier Value: People Analytics Improves  

Female Leadership Ratio by 11.5%

https://hello.visier.com/people-analytics-improves-female-leadership-ratio/
https://hello.visier.com/people-analytics-improves-female-leadership-ratio/
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Visier Methodology
At the core of Visier Insights reports is Visier’s unique 
database of anonymized, standardized workforce data, 
which contains over nine million employee records from 
more than 4000 companies. For this report, we focused 
on a subset of 400,000 U.S. employees in the years 2017 
to 2020 across 44 enterprise organizations.

Companies included in this report represent a wide 
range of industries, including Healthcare, Technology, 
Financial Services and Insurance, Energy, and 
Manufacturing. For each of the included companies, 
Visier ensured a high degree of confidence in both data 
availability and quality for the topics and time period 
being covered by the report. 

Footnotes
1 Visier Insights™ Report: Gender Equity. 2016.  

visier.com/wp-content/uploads/2016/06/Visier-Insights-Report-Gender-Equity.pdf 

2 Births in the United States, 2016. September 2017.  
Centers for Disease Control and Prevention 
cdc.gov/nchs/data/databriefs/db287.pdf 

3 Women in the Workplace. 2020. McKinsey/Lean In. 
wiw-report.s3.amazonaws.com/Women_in_the_Workplace_2020.pdf 



About Visier
Visier’s purpose is to help people 
see the truth and create a better 
future , now.
Visier was founded to focus on what matters to business 
people: answering the right questions, even the ones a 
person might not know to ask. Questions that shape 
business strategy, provide the impetus for taking 
action, and drive better business results.

Visier delivers fast, clear people insight by using all 
the available people data—regardless of source. 
With best-practice expertise built-in, decision-
makers can confidently take action. Thanks to our 
amazing customers, Visier is the market leader in 
Workforce Analytics with 6,000 customers in 75 
countries around the world. 

For more information, visit   visier.com



People are complex.
Your people analytics 
shouldn't be.  
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