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Closing the Gap: Addressing Gender Bias and Other Barriers for Women in Commercial Real Estate

Commercial Real Estate Women (CREW) Network,

2015 CREW Network 
Benchmark Study Report: Women in Commercial Real 
Estate

•

•

•

•

•

•

•

About this White Paper

Closing the Gap: Addressing Gender Bias and Other Barriers 
for Women in Commercial Real Estate

The Compensation and 
Aspiration Gaps
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CREW Network

Industry Impact

1. Be honest about bias in your hiring, promoting, assigning of challenging projects, compensation 

2. Support women in your workplace and speak up when you see biases or unfair treatment. 

3. Make mentoring and sponsorship of women a priority.

Take
Action

3



Closing the Gap: Addressing Gender Bias and Other Barriers for Women in Commercial Real Estate

2015 CREW Network 
Benchmark Study Report: Women in Commercial Real 
Estate

2015 Benchmark Study Findings

•

•

•

•

•

•

White Paper Methodology 

About CREW Network
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Respondent Participation

Respondent Years of Experience

Respondent Speciality

WOMEN MEN TOTAL

88.4% 11.6% 1,019

C-Suite
President/CEO/CFO/COO

9.4%

Entry-Level

Senior Level*

SVP •VP •Partner
Managing Director

Mid-Level •
Associate

Other

Self-Employed•
Independent

25.7%

21.4%

3.7%

32.6%

3.7%

3.5%

2016 INDUSTRY RESEARCH SURVEY

Respondent Career Levels

*

17%

16%

30%

37%

5%
Other

2.5%
Accounting
   Engineering
   Environmental
Title/Escrow

8.5%

3.5%
Counsulting
   Corporate Real Estate
   Development
Portfolio Management

Asset/Property Management
Finance/Lending/Mortgage
Law

Brokerage/Sales/
Leasing 1.5%

Acquisitions/Dispositions
  Interior Design
Investments

11.5%

.5%
Economic Development
   Human Resources
Sustainability

Appraisal/Valuation
   Architecture & Design
   Construction
Executive Management

4 - 4.5%
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Closing the Gap: Addressing Gender Bias and Other Barriers for Women in Commercial Real Estate

Subtle Discrimination  
and Microaggressions

Microaggressions in Everyday Life.(

Types of Unconscious Biases
•

• Halo effect: 

• Perception bias: 

• Confirmation bias:

• Group think: 

Making the Invisible Visible: Gender Microaggressions.
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“You drive like a woman” or “You throw like a girl”

•

•

Most Common Types of 
Gender Microaggressions 
•
•
•
•
•
•

•

Start Sweating the Subtle Stuff 

2016 Harvard Business Review

•

•

•

Making the Invisible Visible: Gender Microaggressions.

Harvard Business Review.
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Overcoming Subtle Bias and Microaggressions

When you experience it, call it out. When you see it, say it.

Take
Action
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Women in 
the Workplace 2016

Entry Level

% of women in
pipeline in 2015

Manager
C-Suite

Sr. Manager/
Director

Vice
President

Senior Vice
President

54%

46%

63%

37%

67%

33%

71%

29%

76%

24%

81%

19%

45% 37% 32% 27% 23% 17%

2016 Gender Representation in the Corporate Pipeline
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Stereotypes of Older Workers

Breaking Through Bias: Communications Techniques for 
Women to Succeed at Work

1. You understand recessions: 

2. You anticipate change: 

3. You have broad, real-life experience: 

4. You take on a challenge and can be relied upon 
to get the job done. 

5. You are loyal:

6. You don’t need constant recognition, instruction 
and feedback: 

7. You are healthier: 

8. You can manage yourself: 

9. You are a team player: 

10. You have developed a deep network:

•
•
•
•
•
•
•
•
•
•
•
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Ageism in Commercial Real Estate

R E C O M M E N D A T I O N S
Navigating Ageism in the Workplace

two levels of job interviews held via phone. An 
accomplished female professional with excellent 
credentials and experience, you have just turned 50 

job. That creative, web-based retailer you have so 
admired is expanding globally and is looking for a 
leader for its worldwide real estate portfolio. You have 

greeted by the Head of People, an upbeat millennial 
who will take you to meet the CEO/Founder. You notice 
that there does not appear to be one person over age 

he sees you, you notice a quizzical, bemused look 
on his face. He begins, “Our culture is quick-paced, 
energetic and fresh. We are looking for vibrant people 
with innovative ideas.” The formal “thanks but no 
thanks” email hits your in-box two days later.

stereotyping. 

strengths and counter ageism assumptions. 

that showcase your relevant skills and counter 
stereotypes. 
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•
•

•
•

Easy Ways to Support Women in the Workplace 
By Deedre Daniel, originally published in the ASAE Association CareerHQ

The Tipping 
Point

1. Offer encouragement.

2. Publicly praise women’s accomplishments.

3. Be a coach.

4. Provide backup. 

5. Set the record straight.

6. Speak up about stereotyping. 

8. Change who’s at the table. 

•
•
•
•
•

12



CREW Network

Resource Spotlight: Project Implicit

The Business Case for Gender Diversity. 

Overcoming Bias in the Workplace
Take

Action

•

•

•

•

•

•

•

•

13
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•
•

•

•

•

Fine Line for Future  
Female Leaders

and
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“In the brokerage world, women tend to have to ‘play 
in the boys’ club’ if they want to get ahead and make 

woman to be mentored by an older male, as this type 
of relationship is easily misconstrued and viewed as 
inappropriate.”  

“I have witnessed and overheard terrible scrutiny 
regarding women who are near the C-Suite. Their 
actions outside the office are gossiped about 
incessantly. For the ones that have no fodder for 
gossip, they’re written off and not included in the 
next ‘fun’ work outing.”  

“At my previous job, I dealt with sexual harassment. 
I know that I am not alone with this.”  

“My employers (all married men) arranged an evening 
out with a client – just the guys, no wives.  I was not 
included, even though I was the person having virtually 
all of the interaction with the client.”

“[I] did not want the pressure 
involved with being at the top.”

15

2015 CREW Network Benchmark Study

C-Suite
SVP

Senior Level
Mid-Level

Entry-Level
Self-Employed

28%
47%

15%
2%

0%
8%

C-Suite
SVP

Senior Level
Mid-Level

Entry-Level
Self-Employed

40%
39%

9%
1%

0%
10%

Respondent Career Aspirations (2015)
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Women lack the support in the workplace and/or at 
home to be successful once they are in the C-Suite32%

Women believe being in the C-Suite will adversely affect their 
commitments/responsibilities outside of work (i.e. family, volunteering)26%

11% Women don’t desire the attention, scrutiny and/or politics that come with the C-Suite/top job

17% Women lack the confidence to go for the C-Suite jobs (internal barriers)

14% Women don’t think they can get to the C-Suite due to external barriers

“The battle it would require is not worth it to me. I don’t 
value C-Suite jobs high enough for what I would have 
to go through and what I’d have to give up.” 

What is the #1 factor for the aspiration gap in commercial real estate?
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“I have no interest in managing politics. The politics 
would detract from the actual position.”

“It would take too much time away from family.” 

“I prefer quality of life – having true vacation time 
away, having weekends to enjoy – over a fancy title 
or more money. I’m happy being a number two.” 

“I absolutely aspire to be at the executive level, but 
not necessarily willing to move across country for it.”  

“I would rather follow other passions outside of work.”  

“I am currently a CEO, but for years did not want the 
level of time and responsibility that came with being 
the CEO of a larger company.”  

“I am not willing to kill myself working.  I have many 
deep and varied interests outside of work.”

“I have observed colleagues suggesting that women 
with childcare responsibilities are less committed to 
their careers.”  

“I found that I was treated worse after becoming 
engaged since I was seen as less dedicated to work 
despite putting in more hours and taking on more 

lesser responsibilities against my skill set compared 
to male peers, despite the fact that I put in more 
hours and point-blank asked for better assignments 
to develop my career. My male peers had children 
at that point and were on flexible, limited schedules 
for childcare pick-ups and drop-offs, but even the 
perception that I could be thinking about having 
children by becoming engaged as a childless young 
woman led to worse assignments for me compared 
to male peers who had recently had children.”  

“I had a female employee that needed to be out of the 

me, when I realized that I needed to examine why that 
bothered me but it didn’t bother me when my male 

17

DISTRIBUTION BY POSITION (Women Only)

C-Suite

SVP

Senior Level

Mid-Level

Entry-Level

Self-Employed

8.2%
30.7%

33.9%

18.2%

1.6%

7.4%

Yes

No

Yes

C-Suite

SVP

Senior Level

Mid-Level

Entry-Level

Self-Employed

9.2%
27.5%

32.6%

21.2%

4.1%

5.4%

No

20%

8%

80%

92%

Has Your Family or Marital Status Adversely Impacted Your Career or Compensation? (2015) 
2015 CREW Network Benchmark Study
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Close the Aspiration Gap
Take

Action

For Women Aspiring to Top Jobs

to coach their children’s teams in the afternoons or 
help with dad’s day at their schools. I had to examine 
my personal feelings on traditional parenting roles and 
not let them influence my management evaluations.”  

Aspiring Elsewhere 

“In my world, you can stay in the trenches and design 
and create or you can rise to the upper levels and lose 
that day-to-day connection.”  

“As my children get older and are less dependent, I 
will go for the level to which I aspire.”  

“I would love to have a C-Suite job!”  

“I like being my own boss.” 

“I prefer to do my own work and take pride in it. The 

work myself.”  

“I want flexibility in my life as a sales rep. I get paid 
commission for my work and get to travel and work 
from home.”  

“I would rather be self-employed.”

“My biggest earning potential is on the sales side.”

18
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For Employers and Industry Leaders

“[s]ince joining CREW and seeing the number of 
strong and powerful women out there, I am slowly 
beginning to imagine what it would be like if I just 
aimed higher.”

“Nice Girls Don’t Ask”
Leadership Aspiration Gender Gap Exists in Millennial Workforce
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Invisibility

“I was recently cut out 
of a conversation both verbally and physically by a new 
participant who was a male.” 

“I personally was standing at a potential commercial 
property for sale on behalf of my client. When I would 
ask the seller questions, he would not respond to me 
but rather turn to my male colleague and address the 
answers to him.”

“I have been in meetings where I have made a comment 
or suggestion which was dismissed by the leader and 
then the same comment made by a man in the room 
was touted as a ‘great idea.’”

Assumption of Inferiority

“it is 
always mentioned if an outside female broker has a larger 
client, questioning how [she] got the deal and how we can 
go after it.”

 “even 
when they know it is an area I cover within the partnership.”

for approval were frequently questioned more diligently by 
the manager than virtually identical risk transactions their 
male counterparts would present.”
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“all 

the phone. All women no matter how senior must cover 
phones at one time or another.” 

“When working on projects, the lower level tasks are 
often delegated to the women on the team.”

“As the only woman in my division, people in my 

colleagues as if I’m the keeper of their schedules.”

“I spoke directly to the man in a two-person client 
team and failed to address the woman, so obviously, 

own this company!’ I tried my best to recover, but the 
damage was done.”

“The bias I have noticed in myself is when I meet with 
a client I tend to believe the most senior person is the 
male rather than the female. I am often proven wrong.”

“A team manager at my institution has stated he 
doesn’t want to hire a female because his team would 
have to be more careful in how they act.”

Exclusion

 “As a woman, I am not included in networking 
events that my male counterparts are attending. I 
am expected to attend female networking events.”

and I am not asked to attend.”
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“[A] male candidate was brought in from outside with 
equal experience and was given greater salary for 
equal role as a director.”

“Even though I had the title Associate I still did not 

though I had been with the company a lot longer.”

Women Do Ask for More

Personal Bias

“observed colleagues suggesting that women 
with childcare responsibilities are less committed to their 
careers.”

Trends in Compensation (2015) 

Changes with Education

Changes with Age

Changes with Years of Experience

Changes with Position

Graduated
High

School

< 40 40-50 50+

$250,000 $206,588

$131,500

$178,234 $194,181 $181,195
$211,924

$181,965

$91,984
$126,250 $117,280 $130,087

$152,389

$134,768

$211,101 $226,544

$176,598

$110,547

$156,603

$105,856

$163,420
$196,863

$244,662

$200,958

$84,055
$112,629

$152,293

$57,500

$291,819

$204,725

$56,455

$97,299

$87,235

$200,000

$150,000

$100,000

$50,000
Technical
or Trade
School

Some
College

Graduated
College

Some Post-
Graduate

Only

Post-
Graduate
Degree

Entry
Level

Senior
Level

SVP/Partner C-SuiteMid-Level/
Associate

$250,000

$300,000

$200,000

$150,000

$100,000

$50,000

$250,000

$200,000

$150,000

$100,000

$50,000

5 or less 6 - 10 11 - 20 More than 20

$250,000

$200,000

$150,000

$100,000

$50,000

$158,941

$263,303

$121,199

$226,655

2015 CREW Network Benchmark Study
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Does your employer share compensation 
information with division/department leaders 
to compare salaries within the organization?

pay ranges for positions within your company?

If employers were required to share compensation 
information, do you believe that it would result 
in more equitable pay?

18.8%
Yes

46.2%
No

35%
I don’t know

43.6%
Yes

32.7%
No

23.7%
I don’t know

61.9%
Yes

15.5%
No

22.6%
I don’t know

Compensation Practices in 
Commercial Real Estate

 “a reference was made 
that a female broker’s career would not be as good now 
since she gained weight.”

“be quiet and look pretty!” 

“aggression was ruining the business climate of the 

“type A personality was reserved for 
men.”

Awareness and Accountability

“a conscious effort to try 
to be gender neutral when [he evaluates] talent, experience, 
and personality of applicants. Interestingly, sometimes 
applicants are the [ones] to display gender stereotypes 
during interviews.” I’ve gone to bat for my 
direct female staff to help her secure a raise and to provide 
her an expanded title as well as to mentor her for additional 
management skills.”

When I hire 
a young married woman I cannot help but think there 
is the potential for maternity leave in the near future,” 

“For 
women in the construction field, I find that I question 
their knowledge and background more to see if they truly 
understand and are knowledgeable about their industry. 
I don’t question the men (although I do more so now).” 

heading. I am asked if I am married or have any children.”
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“I am a female manager of both male and female 
direct reports. When the pressure is on and I need to 
get something done quickly involving clients or very 

I have to stop myself and ask if there is a ‘real reason’ 
to go with the male.”

“We were attempting to hire an analyst and had to 

in their early 30s – both single. I found I wanted to 
recommend the young man over the young woman 

and I was more concerned that the young woman 
would get married/pregnant. I was surprised how 
strongly I felt about this, especially since I was once 
a young woman rising through the ranks and gave 
birth to two sons during that time!”

“I am a female manager. I think I have higher 
expectations of women direct reports when it comes 
to business development, networking and training 
investments because I anticipate that it will take more 
of those efforts from women to make it to the same 

level as men. I have been working harder to make sure 
that I’m equally asking everyone to step up their game.”

“I am probably harder on hiring women because they 
tend to not be as accepting to a commission-only 
position, and it takes someone that is willing to take 

“Yes, I was initially put off by a female subordinate 
pushing for more money in the instance of a promotion. 
I thought she should be happy for the opportunity 
instead of pushing for more money. When I realized 
that I probably wouldn’t have reacted the same to 
a male subordinate, I was able to defuse my initial 
reaction and we negotiated a win-win situation.”

“I am a female senior manager and have tended to 
want to hire male reports so I do not have to manage 
around any of their family issues.”
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Are males hesitant to mentor or sponsor junior 
women informally or outside of matched programs 
because of negative implications or perceptions?

Take Your Own Advice,  
Be Your Own Champion

Julie Donegan, Franklin Templeton

31%
Yes

50.5%
No

18.5%
No opinion

Harvard Business Review

High Potentials in the Pipeline: Leaders Pay It Forward.
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Formal vs. Informal Mentoring 

•
•
•
•
•
•
•

Mentorship vs. Sponsorship 

The Impact of Mentors and Sponsors 
in Commercial Real Estate  

Forbes

Harvard Business Review
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How to Find the Right Sponsors 
By Megan Dalla-Camina, originally posted at WomensAgenda.com(33)

Forget a Mentor, Find a Sponsor

•

•
•
•
•
•

Delivering  
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Lack of promotion
opportunity

Lack of company
mentor/sponsor

Lack of company
mentor/sponsor

Lack of promotion
opportunity

Your choice to maintain
work and life balance Gender discrimination

Gender discrimination Your choice to maintain
work and life balance

Constraints resulting
from family/parenting

responsibilities

Constraints resulting
from family/parenting

responsibilities

2010 2015

Lack of promotion
opportunity

Lack of an
undergraduate degree

Wrong/poor choice
of employer

(company downsizing, bankruptcy, etc.)

Wrong/poor choice
of employer

Lack of company
mentor/sponsor

Your choice to maintain
work and life balance

Your choice to maintain
work and life balance

Lack of promotion
opportunity

Lack of an
undergraduate degree

Lack of company
mentor/sponsor

2010 2015

Top 5 Barriers and Contributing Factors to Career Success

1

2

3

4

5

Working harder
than anyone else

Working smarter
than anyone else

Working smarter
than anyone else

Working harder
than anyone else

“Right time/right place"
selection of employer

Opportunities to develop
leadership and

networking skills

Business networking
activities

Business networking
activities

Opportunities to develop
leadership and

networking skills

“Right time/right place"
selection of employer

2010 2015

Working smarter
than anyone else

Working smarter
than anyone else

Working harder
than anyone else

Working harder
than anyone else

Business networking
activities

Business networking
activities

Opportunities to develop
leadership and

networking skills

Opportunities to develop
leadership and

networking skills

Professional certifications
(LEED, SIOR, CCIM, WBE, etc)

“Right time/right place"
selection of employer

2010 2015

1

2

3

4

5

Relationship with internal
senior executive mentor

Relationship with internal
senior executive mentor

Professional networking Professional networking

Business development/
revenue generation

Business development/
revenue generation

Business referrals
from peers

Business referrals
from peers

Stronger communication/
presentation skills

Effective
negotiation skills

2010 2015

Professional networking Business development/
revenue generation

Business development/
revenue generation Professional networking

Business referrals
from peers

Relationship with internal
senior executive mentor

Relationship with internal
senior executive mentor

Business referrals
from peers

Effective
negotiation skills

Effective
negotiation skills

2010 2015

1

2

3

4

5

Top Contributing Factors to Future Success

Top Contributing Factors to Past Success

Top Barriers to Success

2015 CREW Network Benchmark Study
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Own It and Make No Apologies

Fespar Enterprises, LLC

New Business and High-Level Networking

Building Careers, LLC

Law Firm Partner and Parent 

– Jennifer A. Ecker, Esquire, Moritt Hock & Hamroff

Navigating Corporate Politics 

HFF
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San Diego Business Journal

Leveraging CREW to Achieve Career Goals

– Toni McMahon, Fuscoe Engineering

Promotion to Equity Principal

Miles & Stockbridge P.C.

Sponsorship is an Actionable Relationship

– Susan Steele, CPA, Deloitte 
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 FOR COMPANIES
 Make Mentorship and Sponsorship Programs a Priority

•

•

•

•

•

Take
Action

Characteristics of Effective 
Formal Mentoring Programs
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 FOR LEADERS AND MANAGERS 
 

 FOR WOMEN SEEKING A MENTOR 
 

Take
Action

Take
Action
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