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TOOLS & EXERCISES
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These gender assessment tools have been adapted from the excellent 
surveys developed by the Johns Hopkins University Committee on the Status 
of Women and from the evaluation tool used by Working Mother magazine 
to select their annual “100 Best Companies for Working Mothers.”

your organization: the gender profile

To download these exercises, go to AWP’s Web site:  
www.advancingwomen.org. 

A. Data Collection and Analysis

1. 	 Does your organization have an employee database? If so, what 
	 information does it include?

2.   Is the composition of the professional staff with respect to women
	 reviewed annually? If so, by whom?

3.  Is a salary study with respect to women professionals conducted 
	 annually in your organization? If so:
	 a.   Who conducts this study?

	 b.   How are results reported?

	 c.    Is there a process for reviewing inequities and taking appropriate
		  action? If so, what is the process? 
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4.  	Is an analysis of appointment, promotion, and salary decisions routinely
	 conducted? If so:
	 a.   Who conducts this analysis?

	
	 b.   How often? 

	
	 c.   How are results reported?

	
	 d.   Is there a process for reviewing inequities and taking appropriate 
		  action? If so, what is the process?

5. 	 Are formal exit interviews conducted with departing staff members? If so: 
	 a.   Who conducts the interview?

	
	 b.   Are interviews designed to elicit information as to whether 
		  gender-related issues played a role in the departure?

	
	 c.   In what ways have exit data been utilized?

	
	 d.   To the extent that these reviews take place, are they reported to 
		  the staff as a whole? If yes, how is this done?



113tools & exercises

B.	 Gender Assessment Tool

 STAFF 

professional staff total   female male

all professionals

high-rank positions* 

senior management 
team

other professionals

*High-rank positions: CEO, Executive Vice-President or comparable title; COO, Associate 
Executive Vice-President, Assistant Executive Vice-President or similar title; Chief Financial 
Officer; FRD Director, Endowment Director, Campaign Director; Planning Director

note: These classifications are drawn from  UJC Position Research Reports by Professor 
Steven M. Cohen. While these positions pertain to federations, we offer them as a guide for 
ranking jobs in your organization. 

 VOLUNTEERS

volunteers total female male

board chair

board president

board officers

board of directors

committee chairs

high-rank 
committees*

other committees

*High-rank committees: Executive Committee, Nominating Committee, Budget/Finance 
 Committee, Strategic Planning Committee
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C.	 Organizational Structures and Mechanisms

1.  Does your organization’s senior management address the status of 
	 women? If so:
	 a.   In what ways is this issue placed on the meeting agenda?

	
	 b.   How frequently is this issue addressed? 

	
2.	 In the last three years, what problems have been identified by senior 
	 management, respective to the status of women?

	
3.   	Does your organization have explicit policies and procedures for 
	 promotions? If so:
	 a.   Does your organization have a document detailing these procedures?

	
	 b.   Is this document available to staff?

	
4.	 Are special efforts made on the senior level (professional or lay) to
	 ensure that women are recruited/selected for leadership roles? If so: 
	 a.   What forms do these efforts take (e.g., a committee or task force)?

	
	 b.   How active and effective have these efforts been?
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5.	 Do performance reviews and compensation policies monitor and reward
	 managers who help women advance? 

D.	 Professional and Career Development 

1.	 Does your organization currently have initiatives to encourage the
	 advancement of women? If so:
	 a.   How is the program tailored to the needs of women in your 
		  organization?

	
	 b.   Who is eligible to participate?

	
	 c.   How many women have participated in this program?

	
	 d.   What outcomes have resulted from this program?

	
2. 	 Are annual reviews of each professional conducted within each 		
	 department? If so:
	 a.   What form does this take?

	
	 b.   Who conducts them?
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	 c.   Is there a formal protocol for addressing each professional’s career  
		  development? If so, does this include discussion of the following:
		     Clarity and achievability of career goals 
		     Mentoring 
		     Access to training 
		     Access to job rotation
		     Access to external opportunities and resources  
	
3.	 What, apart from the annual review, is done to develop the career skills 
	 of professionals?

	
4.	 Does your organization offer formal mentoring programs for women? If so:
	 a.   How many women participate in the mentoring program?

	
	 b.   How are mentoring pairs or mentoring groups structured?

	
	 c.   What outcomes have resulted from the mentoring program? 

	
5.  Does your organization offer networking support for women? If so:
	 a.   How many women participate?  

	
	 b.   How is the group organized (e.g., institutionally or community-wide)?

	
	 c.   What programs and services does this network provide?
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6.	 How are gender-related issues and problems addressed and resolved on
	 an individual basis?

E.  Work-Life Policies and Practices 

1.	 What is the organizational policy with respect to parental leave?

	
2.	 Does your organization offer flexible work arrangements? If so:
	 a.   How are these arrangements determined?
		   Formal HR policy
		   Informal agreements

	 b.   What is the range of flexible work arrangements?
		   Informal, occasional flexibility (by the day) 
		   Temporary, short-range flexibility
		   Compressed work week
		   Part-time employment 
		   Telecommuting 
		   Job-sharing 

3.	 How many professionals over the last five years have taken advantage of 
	 parental leave and/or flexible work arrangements? 

	 men 				   women

4.	 What is the organizational policy, if any, around career advancement 
	 for professionals who take parental leave or take advantage of flexible 
	 work arrangements?

	
5.	 What is the effect of career advancement for professionals who take  
	 parental leave or use flexible work schedules?
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F.	 Environmental Assessment Worksheet

cla thinking politically stakeholder map

The Adaptive Issue: Flexible Work Schedules

person/
group

relationship
to issue

preferred
outcomes

competing 
loyalties & 
values

potential
losses

male 
executive

No personal
stake

Stability His vision and
priorities

Controversy

senior 
women

Some would 
benefit;
some would 
not benefit

Unclear Their own 
career 
advance- 
ment;
not being 
seen as 
feminist

Relationships 
w/executive 
and board

male 
head of 
hr

Has working 
spouse and 
small children

Change of 
policy

EVP 
uninterested; 
other issues
rank higher

Upset boss

 									                    ©CLA 2005

The Adaptive Issue: 

person/
group

relationship
to issue

preferred
outcomes

competing 
loyalties & 
values

potential
losses

 

 

 

										           ©CLA 2005
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G. 	Sample Strategy and Action Plan for Gender 
	 Equity Initiative Worksheet

Strategy:  To increase the number of women who are invited to speak in 
prominent public forums.

action steps anticipated 
obstacles

resources  
needed

If invited to speak at 
a conference, I will 
make sure that women 
are on the panel with 
me. Moderators don’t 
count!

People will think 
twice before asking 
me to speak. And I am 
concerned about  
being perceived as a 
one-note person.

 My list of great 
    women, which I am 
    happy to share.

 Other people who    
    are willing to do this 
    along with me –  
    so that it becomes  
    a standard operating 
    procedure.

Adapted from Conference for Change PowerPoint presentation  
created by Shifra Bronznick and Yonatan Gordis.

Strategy and Action Plan
Worksheet

Strategy: 

action steps anticipated 
obstacles

resources  
needed
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H.	 Sample Exercises for Search Committees 

 “reasons not to engage a woman leader”and new ways to respond
by Rabbi Eliot Salo Schoenberg, international director of placement and associate  
executive director, Rabbinical Assembly

The Rabbinical Assembly has developed new materials to help search 
committees discuss their readiness for engaging a woman rabbi.  
This abridged version of the RA’s search committee exercise and sample 
responses to typical concerns and questions can be adapted for many 
Jewish communal organizations to open up the conversation about women 
candidates for leadership positions.

exercise:
Divide the selection committee into three groups to discuss:
1.	 What does our congregation need to do become ready to engage a 		
	 woman rabbi?

2.	 What will change in our congregation if we engage a woman rabbi? 
3.	 What doubts, concerns, or issues will be raised that will be 
	 obstacles to engaging a woman rabbi?

After discussing in small groups and charting the answers, the larger  
group can convene again to explore the concerns and issues, some of which 
may be found among the examples below:

Sample Concerns and Responses

1. We are not ready for a woman rabbi. This is the most common 
response and often an inaccurate one. Congregants are more open to 
female clergy than the leadership imagines. Congregants are 
accustomed to encountering women professionals, whether female 
doctors, lawyers, corporate leaders, or another profession. Sometimes, 
congregational leaders say this without really having done their 
homework. Or they say “not ready” as a way to avoid possible conflict. 
If the congregational leadership thinks that the congregation is not 
ready, the leadership needs to ask, “What steps do we need to take to 
get ready?”

2. Since Conservative Judaism is not fully egalitarian, we do not have to 
hire a woman rabbi. One of the glories of our Conservative Movement 
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is that we are a “big tent” that embraces a range of options. Some of 
our congregations are more egalitarian, some are less. Our rabbis, 
female and male, are sensitive to the unique culture of each 
congregation they serve. The Joint Placement Commission respects a 
congregation’s right not to be egalitarian and its right not to feel 
comfortable with a female rabbi. On the other hand, more than 90% 
of the congregations in the Movement consider egalitarianism to be a 
core value. The JPC does expect these congregations to interview 
women rabbis in keeping with their egalitarian values.  

3. We need a full-time rabbi committed to our congregation. A woman 
rabbi may not want full pulpit responsibilities because of family 
priorities. Or she may leave us to become a stay-at-home mom. Young 
rabbis, both male and female, are concerned with issues of balancing 
the demands of work and family. They can help model, for your 
congregations’ young families, how to set boundaries and find healthy 
balances between work and family commitments. 
	 If your congregation is questioning the commitment or work ethic 
of a woman rabbi, rest assured that the time and effort women have 
put into establishing their careers will not be replaced with domestic 
issues. In addition, women rabbis are well aware of this prejudicial 
stereotype and understand that even though women rabbis have been 
ordained for twenty years in the Conservative Movement, they still 
have to prove themselves. Our experience is that women who go 
through the arduous process of training to become Conservative 
rabbis put 110% of themselves into their work and bring all their heart 
and talents to their position.
	 In 2004, the Rabbinical Assembly completed a study of the career 
trends of women rabbis. This study found that women rabbis who 
leave the pulpit cite job dissatisfaction and gender bias as their 
reasons, not family demands. If you welcome your female rabbi with a 
positive attitude and open hearts she will succeed and be with you for 
years to come. 

4. Engaging a woman rabbi will be disruptive to the congregation. We 
already have enough conflict here. Any new rabbi, female or male, who 
comes to your congregation, will go through a transition period. This 
is an unsettling time that cannot be avoided, whatever the gender of 
your new rabbi. Our experience shows that the conflict and disruption 
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has less to do with gender than with clarifying expectations and 
becoming familiar with a new leadership style. The RA invites you to 
create a transition committee to manage this crucial period in the life 
of your congregation. As you know, congregations cannot avoid 
conflict, but they can learn to manage them wisely.

5. Women are too emotional! We can’t have that here! The popular 
media promotes the image of overemotional women, a stereotype 
conceived by the Greeks. There is no evidence that this stereotype is 
based in reality. Furthermore, a rabbi is not just an intellectual who 
preaches stimulating sermons, but a pastor and counselor who relates 
to the entire person. The rabbi’s task is to model Judaism as an  
organic whole, a system that encompasses our physical, spiritual, and 
emotional being. The ideal rabbis are in touch with their own 
emotional lives and comfortable with the emotional lives of their 
congregants. Congregations regularly tell us that they are looking for 
an empathic spiritual leader.  Whether male or female, the best rabbi 
will be aware of the emotional component of life.
   
6. This is a man’s world, with a hierarchy and a lot of competition, and 
women leaders just do not fit in this world. We live in a society which 
adores clear winners and losers. In fact, the hottest concept in the 
business world now is about being nonhierarchical. When 
hierarchical barriers are removed, there is more interaction which 
allows for better idea development. The biggest companies are looking 
for ways to flatten their organizational charts. Our Jewish community 
and texts have been teaching values of equality for many years, ever 
since the book of Genesis in which we are told that each one of us  
is created in the divine image. We have the opportunity to model this 
profound sense of equality by creating institutions that are open to  
all and by moving away from hierarchical and exclusionary patterns  
of leadership.
 
7. We do not want a woman rabbi because we are a prestigious 
congregation, and the leaders in our community will not see her or our 
congregation as a “winner.” It has now been more than twenty years 
since women have become Conservative rabbis. If you do not 
interview women rabbis, you will be missing out on some of the most 
talented and accomplished rabbis of our Movement. Increasingly, 
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these women rabbis bring resumes deep in expertise, and they bring 
that wisdom and experience to their new positions. They have 
developed national reputations through their innovative tefillah, 
writings, and professional accomplishments. These women rabbis 
will increase the prestige of any congregation that partners with them.

8. A woman rabbi may expect us to become a “feminist” congregation.  
A woman rabbi will take us too far to the “left.” Hiring a female rabbi 
does not automatically define your congregation as a feminist 
congregation any more than hiring a male rabbi who has lived in Israel 
defines you as a Zionist congregation. Both male and female rabbis 
will be sensitive to the unique culture of your synagogue. It is true 
that a new rabbi will bring changes. The process of making change is a 
critical transition issue, and the Joint Placement Commission believes 
that change should be made in a sensitive and caring way by the  
new rabbi. The JPC teaches that no changes should be made abruptly 
or unilaterally. The changes should fit into both the history and  
the culture of the congregation. In particular, rabbis understand that 
liturgical changes should be made slowly and carefully, in partnership 
with the congregants. 
	
9. We engaged a woman rabbi in the past, and it didn’t work out. We 
don’t want to make the same mistake again. We all accept that there are 
many different kinds of male rabbis, and that having a bad experience 
with one male rabbi is not an indictment of all male rabbis. Similarly, 
each female rabbi is unique and a negative experience with one rabbi 
should not lead a congregation to give up on all women rabbis.

10. How will our congregation benefit from engaging a woman rabbi? 
A female rabbi signifies that your congregation is cutting-edge and 
exciting, a great message to send to the younger generations in your 
community. Symbolically, it may mean the congregation wants to 
head in a new direction or be more inclusive. The popular literature 
holds that female leaders tend to be more collaborative and less 
hierarchical. However, the main benefits of having a woman rabbi will 
come from her own personal strengths and experience, and the 
partnership she builds with your congregation. 


