cbs reflects:
Gender equality
2013 - 2014

title page TBD

table of contents
03 letter from the editor 05 Executive
summary 09 admissions 13 community
17 academics 23 careers 27 executive
mba 30 recommendations & Next steps
34 appendix & supporting data

Columbia Business School
Faculty & Administration
Columbia Business School
Marketing & Communications

Katherine Phillips
Chris Cashman

Senior Editor

Lauren Brom ‘14

Editors

Jessica Basham ‘14
Meri Crowther ‘14
Addie Downing ‘14
Annie Koo ‘14
Jennifer McCaleb ‘14
Stephanie Sherline ‘15
Karen Sohn ‘14
Maura Topper ‘14

Design

Natali Naegle ‘14

Cbs reflects – Letter from the Editor

Women have much to celebrate in their growing influence in the business world, but this progress
remains limited. As of January 2014, only 23 CEOs in the Fortune 500 are women, representing 4.6%
of these positions.1 The wage gap also remains a persistent issue from the beginning of women’s careers.
One year after graduating with a bachelor’s degree in business, women earn just over $38,000, while
men earn just over $45,000.2 However, despite these statistics, women’s continued success in business
is critical. In fact, a 2007 study showed that Fortune 500 companies with the most women on their
boards of directors substantially outperformed those with the least across key metrics such as return on
equity, return on sales and return on invested capital.3 As members of the Columbia Business School
(CBS) Community, it is our responsibility to provide women with the resources they need to attain and
succeed in these roles.
In the fall of 2012, the administration at Columbia Business School announced the recipients of the
Second-Year Fellows Program. Only the top 10% of the first-year class is eligible to apply for this
fellowship, and the winners receive a $10,000 scholarship for their second year of business school. In
2012, 11 men and 4 women received this honor.4 This discrepancy sparked informal conversations with
the student body about women’s academic performance in business school. In a class with 36% female
students, why were women receiving only 27% of one of the school’s most prominent awards?
The following fall, The New York Times published an article titled “Harvard Business School Case
Study: Gender Equity” about the performance of women at Harvard Business School (HBS).5 The
author noted that, “year after year, women who had arrived with the same test scores and grades as
men fell behind,” and described HBS’s effort to address this issue through curriculum and cultural
initiatives.6 This article generated further introspection within Columbia Business School, leading
to a discussion about the performance of women in our community, facilitated by Columbia Women
in Business (CWiB) and attended by students and administrators. We left this discussion with more
questions than we had answers. How are women performing academically at the school? Is the school
culture welcoming to everyone? Are women achieving their career goals?
To answer these questions, a student-led initiative partnered with faculty and administrators to reflect on
diversity and inclusion at Columbia Business School with a focus on gender. This group spearheaded a
rigorous quantitative and qualitative study of gender at the school, culminating in recommendations to
improve student performance and to create a supportive and inclusive environment for all students at
Columbia Business School.
This project would not have been possible without the support of the Columbia Business School
students, faculty members and administration. In particular, we would like to thank the Eugene M. Lang
Support Fund for providing a grant for this project. We would also like to thank R. Glenn Hubbard,
Dean of Columbia Business School for his support. In addition, we would like to thank the team of
faculty members and administrators that were incredible partners in this work: Gita Johar, Senior Vice
Dean; Katherine Phillips, Paul Calello Professor of Leadership and Ethics; Michael Malone, Associate
Dean, Dean’s Office; and, Regina Resnick, Associate Dean, Career Management Center. We are deeply
grateful to the team of 33 students who made this project possible, to the Graduate Business Association,
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“Women CEOs of the Fortune 1000.” Catalyst.org.
Corbett, Christianne and Catherine Hill. “Graduating to a Pay Gap: The Earnings of Women and Men One Year After College Graduation.”
American Association of University Women (AAUW). October 2012.
Catalyst. “The Bottom Line: Corporate Performance and Women’s Representation on Boards.” October 2007.
Columbia Business School Office of Student Affairs. Data provided on April 16, 2014.
Kantor, Jodi. “Harvard Business School Case Study: Gender Equity.” The New York Times, September 7, 2013.
Ibid.
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and to students who spent time filling out our survey and participating in focus groups. We would also like
to acknowledge Stacey Robbins, Robyn Girson and Zach Van Rossum for facilitating focus groups and
Ashley Martin and Jackson Guannan Lu for supporting data analysis. We would like to acknowledge the staff
members who helped gather information to make this project possible: Tamara Arbesman-Gold, Nayla Bahri,
Marilena Botoulas, Amanda Carlson, Marin Connaughty, Angela Lee, Bruce Lloyd, Kelley Martin Blanco,
Janet Raiffa, Liz Sazo, Bob Shea, Amanda Siegelson, Melissa Szobota and Emily Thomas.
We believe this assessment can have consequences beyond our community. We see Columbia Business School
and other business schools as feeders into the most influential institutions in the world, including the Fortune
500, leading services companies, the not-for-profit and government sectors and major global organizations.
While ultimate accountability for diversity in these institutions lies within, we believe that promoting diverse
leadership and workplaces can start here, in our academic institutions. We hope that change in our community
and others like it will support change across all levels of the business world.
Additionally, we recognize that many of the issues highlighted in this report are not limited to women at
Columbia Business School. International students, minority students, LGBTQ students, students from
different socioeconomic backgrounds and others may experience successes and challenges here, both in
similar and different ways. This project is simply one of many efforts toward creating a more inclusive
community, including a spring 2014 independent study focusing on racial and ethnic inclusion at Columbia
Business School. The heightened awareness around diversity and inclusion in our community has prompted
many discussions at all levels, and we applaud the students, faculty and administration for their willingness
to engage on these issues. In late March, this working group organized school-wide, small-group discussion
forums on the topic of inclusion at Columbia Business School in order to apprise the student body of our
research progress and gain feedback on our early results. Through these sessions, we were able to foster an
open dialogue around gender equity and improving diversity at Columbia Business School. It is our sincere
hope that these honest conversations will continue here in years to come.

Lauren Brom, ‘14
Chair, CBS Reflects

Jennifer McCaleb, ‘14
President, Columbia Women in Business
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Columbia Business School students are highly engaged and
committed to self-reflection. We are proud of our community
and believe that part of its strength is a commitment to
open dialogue and continuous improvement. Recent media
coverage of the challenges that women face in the workplace
and at business schools has sparked discussion and
dialogue within the Columbia Business School community.
CBS Reflects, a student-led team working in partnership with
the Columbia Business School faculty and administration,
was founded to better understand the dynamics that affect
student performance and the MBA student experience. The
CBS Reflects team gathered information from a student

survey, focus groups, large-group moderated discussions
and the administration, arriving at the key findings
summarized below. The findings in this report are in line with
the expectations of the CBS Reflects team.
Going forward, CBS Reflects will remain a student-led
initiative, with the goal to recommend and implement
changes that make Columbia Business School a place
where all students can succeed academically, socially and in
their career pursuits. While this year’s research and report
focused on gender dynamics within the business school
experience, future years will expand the scope of research
to include other sub-groups at the school.

Key Findings

Next Steps

Admissions

There is a relatively small pool of qualified
female applicants to all MBA programs;
however, the portion of applicants to Columbia
Business School that is female is at its highest
point in four years.

Given the applicant pool, increasing the proportion of highly
qualified women in the student body will be a challenge. This
would likely require significant changes in the number and
profile of women considering MBA programs. That said, there
are steps the school can take to increase outreach to women
and internal coordination.

Community

The Columbia Business School community
is vibrant, dynamic and supportive. Women
actively participate in the school community,
but may have different social experiences
than their male peers.

Culture change is difficult and the first step is increasing
awareness of challenges in the community. We suggest that
the school continue its efforts to increase conversations about
diversity and inclusion during orientation and throughout the
year. We also support the efforts of the school to diversify
social events.

Academics

Differences in incoming student backgrounds
and characteristics, such as prior career
and academic experience, assertiveness
levels, confidence levels, GMAT scores and
undergraduate GPAs, may be contributing
factors to differences in academic
performance.

The school is highly responsive to student feedback and
institutes changes into the curriculum on an ongoing basis.
The school is in the process of revising the pre-MBA program,
with an emphasis on leveling the playing field for students
who do not have finance or quantitative backgrounds.

Careers

When asked to value aspects of the business
school experience, students place the most
importance on careers. Women and men
share similar short- and long-term career
aspirations, but differences exist in expected
salary and future work force participation.
Notably, both men and women are highly
satisfied with their career outcomes.

The Career Management Center excels at helping students
secure high-quality jobs immediately upon graduation. We
suggest the school continue to diversify its career resources
by improving exposure to female executives and increasing
emphasis on long-term career planning.

6
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Methodology
Beginning in November 2013, a student working team
partnered with the faculty and administration to examine
women’s performance across four key areas of the Columbia
Business School experience:
▪▪ Academics: reviewing distribution of student grades,
exemptions and awards by gender
▪▪ Admissions: reviewing the Columbia Business School
admissions pipeline and fellowship recipients
▪▪ Careers: exploring industries and pay for Columbia
Business School graduates; reviewing resources used by
students to support their career search
▪▪ Community: considering female representation in
leadership and gendered experiences at Columbia
Business School
The working team used the following questions to assess
strengths and weaknesses in Columbia Business School’s
performance:
▪▪ How have women been performing in these areas at
Columbia Business School over time?
▪▪ How are women performing in these areas relative to
men?
▪▪ Do these differences matter? If so, what is driving these
differences?
▪▪ What can Columbia Business School do to drive
improvement?
Using a data-driven approach, this working team sought
information from a variety of sources. The first was the

1,100
students completed the survey

which is

74%

of the student body
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perspective of current students. More than 1,100 students—
74% of the student body—completed an extensive survey,
answering questions pertaining to academics, admissions,
careers and community. Those who completed the survey are
representative of the student body across gender, class year and
other key demographics; we consider these data representative
of the school. We want to acknowledge that in the survey,
students could select “neither”—an option outside the gender
binary of male and female. Any data related to these survey
responses is not shown in this report, to respect the anonymity
of respondents. Additionally, we hosted 16 focus groups in
which 78 students offered their qualitative, more nuanced
insights. The administration and faculty also provided some
data from the school, as well as guidance and feedback to
the student team throughout the process. Unless otherwise
specified, all data in this report come from the student survey
and are therefore self-reported.
Finally, a student survey was administered to the various
Executive MBA (EMBA) programs at Columbia Business
School. The goals of this survey were to 1) understand where
the EMBA experience is similar to or different from the fulltime student experience and 2) extract potential causes or other
insights from these differences.

Student Priorities
One purpose of the student survey was to determine whether men
and women place the same value on the different opportunities
available to students in business school. We found that there
is minimal difference between the value that men and women
place on academics, careers, clubs and social events. Both men
and women prioritized careers first, then academics, followed
by social events and then clubs.

COlumbia Business School – 2014 by the numbers
Women

Men

36%

64%

Average GMAT Score

707

726

Average Undergraduate GPA

3.6

3.5

Average Years of Pre-MBA Work Experience

4.65

4.80

28

28

% of Class

7

Average Age

7

8

Data provided by Columbia Business School Administration, 2014

U.S. Citizens

Yes

No

65%

35%

admissions
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Introduction
Opportunities for women in higher
education have never been better. In recent
years, nearly half of the graduate law and
medical degrees awarded in the U.S. went
to women.8 Additionally, nearly 49% of
U.S. bachelor’s degrees in business in
2009–2010 were conferred upon women.9
However, female enrollment in MBA
programs continues to lag these figures.
Many business schools report female
enrollment figures between 34% and
42%.10 Columbia Business School’s figure
of 36% sits squarely within this peer
group. MBA programs aspire to enroll
more women, but they are competing
over a relatively small pool of female
applicants.

key findings – admissions

1
2
3

There is a relatively small pool of qualified female applicants
to all MBA programs; however, female applicants to Columbia
Business School are at their highest point in four years. At
Columbia Business School, the admissions rate for women is
higher than it is for men, while the yield rate for women is lower
than it is for men.
Women comprise 36% of the 2013–2014 student body at
Columbia Business School. This proportion is on-par with
representation at our peer business schools.
Women and men have equally strong albeit qualitatively
different profiles. Admissions standards are not “lowered” for
women and should not be.

Applications & Admissions
The Female MBA Applicant Pool
Women comprise 43% of all GMAT examinees.11 Over the past
10 years, the compound average growth rate for women testtakers was +1.72%, compared with −0.06% for men.12 However,
a review of female profiles across GMAT test-takers shows that
the female applicant pool for business schools in any given year
is small. Despite more than 81,000 women taking the GMAT in
2013, just over 2,000 of these women indicated interest in and
qualifications for attending top full-time MBA programs, based
on GMAT score and years of work experience.13 To achieve
the benefits that come with enrolling more women in MBA
programs, more qualified female applicants are needed.14

MBA are attractive to women.15 Just over 40% of women who
take the GMAT are considering full-time MBA programs. The
typical timing of business school—on average, 5 years postcollege—may raise challenges for candidates who wish to have
children during or shortly after their MBA. These potential
students may feel like they need to choose between starting a
family and starting an MBA.16
2013 gmat test-takers and the
resulting potential applicant pool

81,069 female gmat
takers annually

Enrollment figures for women in pre-experience masters
programs (50%) and the continued success of part-time and
EMBA programs signal that alternatives to the traditional
8

9

10
11
12
13

14
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American Bar Association. “A Current Glance at Women in the Law.”
February 2013. More than 47% of the law degrees awarded in 2012 were to
women; AAMC Women in U.S. Academic Medicine and Science: Statistics
and Benchmarking Report 2011-2012. Women represented 48% of graduates
at accredited U.S. medical schools in 2011.
American Council on Education. “Undergraduate Degrees Conferred, by Field
of Study and Gender: 2009-10.” Published July 24, 2012. http://www.acenet.
edu/news-room/Documents/FactSheet-Undergraduate-Degrees-Conferred-byField-of-Study-and-Gender-2009-10.pdf
Financial Times, Business School rankings 2014.
Graduate Management Admission Council (GMAC); GMAT data 1993-2013.
Ibid.
Graduate Management Council – Profile of GMAT Candidates. Published by
Bruner, Robert F. “Women in Business and the Role of Business Schools.”
Web log post. Dean’s Blog. Darden School of Business, University of Virginia.
21 April 2014. Web. 26 April 2014.
Bruner, Robert F. “Women in Business and the Role of Business Schools.”
Web log post. Dean’s Blog. Darden School of Business, University of Virginia.
21 April 2014. Web. 26 April 2014.

of those, 50,263 indicate
they are considering
an mBa

and 33,676 say
they would like
to attend a
full-time
program

15 Ibid.
16 Ibid.

6,062 score a 640+
2,122 have 4-9 years
of work experience
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Outreach to Women

Financial Aid & Community Connections

The number of female applicants to Columbia Business
School increased 2% in 2014, despite applications across
MBA programs remaining flat. This growth may have
been encouraged by additional outreach programming for
women. The Admissions Office, supported by CWiB, has
increased its efforts targeted at women in recent years through
prospective student programming such as “Spotlight On:
Women” and “Women Connect.” These events have received
overwhelmingly positive feedback from attendees.17 Women
report attending prospective student events at a rate of 75%,
compared to only 68% for men, which may also be evidence of
successful outreach to women.

The yield rate for women at Columbia Business School is
lower than it is for men.24 As mentioned previously, there is a
smaller pool of qualified women, and our peer schools are all
competing to attract the same students. Conversion factors may
include financial aid and a student’s “feel” for the Columbia
Business School community. Analyzing survey data, we see
that a higher percentage of the women at Columbia Business
School received financial support than men. The average
financial aid award given to men at Columbia Business School
was approximately 10% higher than that given to women;
however, the median award was the same for both women
and men. Approximately 6% of survey respondents reported
receiving a financial aid package elsewhere that was at least
2.5x greater than the median package offered by Columbia
Business School. These conclusions are drawn from a data set
of students who enrolled at Columbia Business School. The
question remains if students at other MBA programs received
similar, worse or better offers to attend a competitor school and
if there was any significant variance by gender.

Admissions Interviews
Roughly twice as many men as women apply to Columbia
Business School. The applicant pool of qualified men is much
larger than the pool of qualified women.18 Applicants are first
evaluated on paper through the application, including test
scores, grades, student essays and work experience. Then, inperson interviews are conducted, usually by alumni. According
to student survey responses, the gender of an interviewer held
little influence in a candidate’s eventual decision to attend
Columbia Business School. Only 7% of those surveyed felt
gender impacted his or her choice. However, the ability to
relate to the interviewer on the basis of industry, nationality and
age was cited by students in focus groups as being important to
them in gaining a feel for the school.19,20

Enrollment
Today, women comprise 36% of the student body at Columbia
Business School. This figure has remained relatively flat,
varying from 33%–37% in recent years.21

On-par with Peer Schools
The Financial Times Business School Survey 2014 indicates
that for MBA students enrolling in 2013, the number of women
matriculating at Columbia Business School is on-par with other
top MBA programs, including Kellogg School of Management
and Stanford Graduate School of Business. Women comprise
42% and 41% of enrolled students at The Wharton School and
Harvard Business School, respectively.22 This is in line with
Wharton’s stated goal of increasing female representation,
including a record 45% female attendance in 2013.23

17
18
19
20
21
22
23
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Takeaways shared by Columbia Business School Admissions office.
Takeaways shared by Columbia Business School Admissions office.
Community – Culture – Mixed Group. (2014, March 3). [Focus Group].
Admissions – Female group. (2014 March 26). [Focus Group].
Data shared by the Columbia Business School Admissions office, 2014.
Financial Times, Business School Rankings 2014.
Ibid.

Students in focus groups stated that interactions with Columbia
Business School students, by way of campus visits or student
phone calls, were integral to their decision on where to enroll.25
CWiB and other student clubs have partnered with Admissions
to increase outreach to admitted students through personalized
emails, phone calls and lunches held during the admitted student
events, called Columbia Connect. Students in focus groups did
report challenges with conducting formal school visits outside
of Columbia Connect, noting they often had to rely on personal
connections, where available, to facilitate this process.26

Incoming Profile
Women and men have equally strong albeit qualitatively
different profiles. Admissions standards are not “lowered” for
women, and we are not suggesting that they should be. While
women’s reported GMAT scores at Columbia Business School
are, on average, almost 20 points lower than men’s, their
reported undergraduate GPAs are actually higher. While these
figures do show differences between genders, these are only
two of many criteria used in evaluating applicants to the school.

Moving Forward
CBS Reflects wants to partner with Admissions to gain a better
understanding of the MBA admissions process and to gather
more information about applicants who choose not to attend
Columbia Business School. We also want to partner with

24 Takeaways shared by Columbia Business School Admissions office.
25 Academics – Classroom – Male group. (2014 March 27). [Focus Group].
26 Admissions – Male group. (2014 March 27). [Focus Group].
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student organizations at our peer schools to better understand
the competitive positioning of Columbia Business School.
We want to ensure that top female applicants choose Columbia
Business School. We suggest that the school analyzes yearover-year female yields to understand drivers; in particular,
looking at the value of financial aid offered to women who
turn down Columbia Business School for competitor schools.
We also suggest that the school provide more opportunities
for prospective students to interact with current students and
alumni.
Finally, Valerie Jarrett, Senior Adviser to President Obama,
hosted 13 deans of leading business schools at The White
House in April 2014 “to discuss the best practices for business
schools to prepare their students for the increasing importance
of women in the labor force and the prevalence of employees
with families where all parents work.”27 We suggest that
Columbia Business School participate in these kinds of
conversations. Increasing the number of women who choose
full-time MBA programs—and, ultimately, Columbia Business
School—will require cooperation and collaboration between
business schools.

27 Bruner, Robert F. “Women in Business and the Role of Business Schools.”
Web log post. Dean’s Blog. Darden School of Business, University of Virginia.
21 April 2014. Web. 26 April 2014.
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Introduction
Columbia Business School has a vibrant and dynamic
community. There is an abundance of opportunities outside
the classroom, including club membership, leadership roles,
travel opportunities, social events, speaking engagements,
conferences, dinner groups and more.
The community dynamics at Columbia Business School
are such that those who seek opportunities to be involved in
activities find them, and those who have other priorities are not
overly pressured to participate. We believe that, by identifying
ways to encourage integration and inclusion in the community,
everyone regardless of gender will see greater success in
admissions, academics and careers outcomes.
We find that supporting classmates
and giving back to the community
are important shared values in
the Columbia Business School
community.28 Students describe their
peers as extremely driven, which
provides energy and motivation
within the community without
creating a competitive atmosphere.29
In fact, students who do not act in a
supportive manner often earn a bad
reputation within the community.30
While our community is dynamic
and supportive, there are areas for
improvement.

including club leadership, social interactions and travel
opportunities.

Club Leadership
Women are highly represented in leadership roles at Columbia
Business School. In 2013–2014, women comprise only 36% of
the class and hold 39% of all affinity and industry club board
positions. Women are also over-represented on cluster boards,
holding 41% of all positions.32 A majority of women, 62%,
report feeling encouraged by their peers to pursue leadership
positions, compared to 54% of men. Women have the
opportunity to play a significant role in shaping the community
by holding these leadership roles.

key findings – community

1
2
3

Gender has an impact on student experience within the Columbia
Business School community. Women and men feel pressure to act
according to gender norms.
This affects women’s experiences in clusters, clubs and social
activities. Women are more likely to hold leadership roles but less
likely to hold top positions in student organizations. Women actively
participate in the Columbia Business School community but may have
different social experiences than their male peers.
Orientation sets the culture and is a potential avenue to drive
significant change.

Impact of Gender
Men and women may have different experiences at Columbia
Business School. According to survey results, 22% of women
and 8% of men feel pressured to act a certain way in social
situations because of their gender. Men and women also have
different perceptions of gender dynamics at Columbia Business
School. We see these pressures and perceptions as potential
barriers to full participation of women in the Columbia Business
School community.

While women are highly represented in club and cluster
leadership positions, men tend to hold more senior leadership
roles. In 2013–2014, across all clubs, women held 21% of club
president positions. Only 23% of clusters had a female cluster
chair. We are proud that the 2015 graduating class will have
a female co-president of the Graduate Business Association
(GBA), our student body government. The last time Columbia
Business School had a female GBA president was in 2005.33

Impact on Student Experience

Social Groups

Based on conversations in focus groups, students feel the
Columbia Business School community is strong and the
students are passionate about the school.31 However, the
gender dynamics perceived at the school may impact women’s
participation in the Columbia Business School community,

Social groups are common and evolve naturally both at
Columbia Business School and within society at large. A
variety of characteristics affect the average Columbia Business
School student’s participation in a social group, including:
geographic and cultural background, pre-MBA World Tour

28
29
30
31

32 Data provided by Columbia Business School Office of Student Affairs, 2014.
33 Ibid.
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Community - Culture. (2014, March 23). [Focus group].
Admissions – Female group. (2014 March 26). [Focus Group].
Ibid.
Admissions – Female group. (2014 March 26). [Focus Group].
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62%

41%

of women feel
supported by
their peers
to pursue
leadership
positions

of cluster
leadership
positions
are held by
women

14% vs. 6%
of women
perceive
genders not
co-mingling at
cluster events

of men
perceive
genders not
co-mingling at
cluster events

22%
of women feel
pressured to act
a certain way in
social situations
because of their
gender

participation,34 relationship status,35,36 recruiting track37 and
preferred nightlife.38

of both men and women say that people do not co-mingle at
cluster social events across genders.

During focus groups, some students mentioned the dominant
presence and influence of certain cliques at Columbia Business
School distinguished by status and gender. These groups can
seem exclusive to those observing them, with a clearly defined
in-circle and out-circle.39 This insularity may make people
outside the group feel unwelcome. In addition, both men and
women report that the social norms of these groups often
condone immature or inappropriate behavior.40,41 This dynamic
may create an environment that discourages women and others
outside the clique from fully participating in our community.

Many clusters report a gradual division between men and
women over the course of their two years, which could explain
the difference in perception about gender co-mingling at cluster
events across the two years.42 This divide could be exacerbated
by social and mobile media, such as segregated GroupMe’s
(group messaging mobile phone applications) for men and
women. The GroupMe platform separated by gender enables
conversations about the other gender, which can sometimes
contribute to an unhealthy environment.43

Social Interactions
Women participate actively in the Columbia Business School
social scene. Women and men attend most social events in
equal proportions, although women are slightly less likely to
attend Thursday night after parties and slightly more likely
to attend Spring Gala and Fall Ball. Additionally, women
participate proportionally more in Columbia Business School
travel opportunities than men do, with only 10% of women
reporting that they have not attended a trip, compared to 18%
of men. Women represent at least 40% of the attendees of most
trips, including the pre-MBA World Tour, cluster spring break
trips, Chazen/Global Immersion and Pangea.
Men and women may have different perceptions of gender
dynamics within clusters at Columbia Business School. More
women than men perceive that people do not co-mingle at
cluster social events across genders (14% versus 6%). This
difference is driven by the class of 2014, where 23% of women
versus 6% of men perceive that people do not co-mingle at
cluster social events across genders. In the class of 2015, 6%

34
35
36
37
38
39
40
41
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Community – Culture. (2014, March 23). [Focus group].
Academics – Classroom – Male. (2014, March 27). [Focus group].
Community – Travel – Mixed. (2014, March 6). [Focus group].
Ibid.
Ibid.
Admissions – Mixed Group. (2014, March 11). [Focus group].
Community - Travel - Mixed. (2014, March 6). [Focus group].
Academics - Classroom – Male. (2014, March 27). [Focus group].

The majority of students in focus groups reported satisfaction
with social interactions, but there were exceptions. At drinking
events and during travel, several single women at Columbia
Business School reported receiving unwanted attention from
male peers or leaving events because they felt subjected to
excessive flirting.44,45,46 These experiences made these women
feel like they were disrespected by their peers and that they
were less valued members of the community.47 These types of
issues are all too common in society at large. We believe that
raising awareness and encouraging discussion around gender
issues at Columbia Business School will foster a more inclusive
community that helps eliminate encounters of this kind.
It is important to note that men at Columbia are open to
discussion. In March, Columbia Business School hosted a
school-wide discussion forum about gender and inclusion. This
forum was widely attended by men and women alike, with
active participation from both genders. In April, Columbia
Business School hosted a transgender awareness training,
which was attended by approximately 100 students. Although
not all students recognized gender polarization as a concern
within the Columbia Business School community or were
unsure of how discussion might help, many are also receptive

42
43
44
45
46
47

Community – Culture – Female group. (2014 March 3). [Focus Group].
Ibid.
Community – Leadership – Female group. (2014 March 4). [Focus Group].
Community – Travel – Mixed group. (2014 March 6). [Focus Group].
Community – Leadership – Female group. (2014 March 4). [Focus Group].
Ibid.
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to the idea of awareness training as a means of starting to
address the issue.48,49

Orientation
Orientation at Columbia Business School is a week-long event,
where students are introduced to aspects of Columbia Business
School including the cluster system, academics, clubs, career
resources and social events. Under the leadership of secondyear student Peer Advisors, the Columbia Business School
culture comes to life during Orientation, setting the tone for the
remainder of students’ Columbia Business School experiences.
Students report that Orientation establishes cluster norms
and teaches that the Columbia Business School experience
is about building social relationships, in addition to pursuing
academics.50,51 Most students described Orientation positively,
particularly the process of bonding with their cluster.52,53
However, Orientation can evoke mixed emotions or a negative
reaction in some incoming students. Three common issues were
raised by focus group participants. First, Peer Advisors wear
costumes and lead cluster cheers during Orientation. Incoming
students are encouraged to dress up and participate. While this
is meant to break down barriers and allow for student bonding,
some students reacted negatively to these aspects of Orientation
and cited feeling that the process was immature.54 Second,
others felt overwhelming pressure to project a positive attitude
during the experience. As one student put it, “I didn’t feel like I
could express that I didn’t love it.”55 Finally, Orientation places
greater emphasis on loud extroversion over other personality
and leadership styles.56,57 Some students noted that, during
Orientation, those who stayed out latest at night and cheered
the loudest were rewarded formally and informally by Peer
Advisors and peers.58 Since cluster leadership elections occur
shortly after the conclusion of Orientation, students who feel
less comfortable during that week may feel discouraged from
applying for these leadership roles.

48
49
50
51
52
53
54
55
56
57
58
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Community – Leadership – Female group. (2014 March 4). [Focus Group].
Community – Culture – Female group. (2014 March 3). [Focus Group].
Academics – Classroom. (2014, March 27). [Focus group].
Community - Culture - Mixed Group. (2014, March 3). [Focus group].
Ibid.
Academics - Classroom. (2014, March 27). [Focus group].
Community – Culture – Mixed Group. (2014, March 3).. [Focus group].
Ibid.
Community-Culture-Male. (2014, March 10). [Focus group].
Community - Leadership - Women. (2014, March 4). [Focus group].
Ibid.

Moving Forward
We are encouraged by the increase in dialogue around diversity
and inclusion at Columbia Business School. We applaud recent
efforts by students and the school to make Orientation more
inclusive and student events more diverse. We aim to cultivate
a community of full participation and inclusion. We also want
to build a community aware of gender bias in order to improve
the experiences of all students at the school.

academics
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Introduction

Exemption Exams

We believe that students should be satisfied with their academic
experience at Columbia Business School, and the school should
strive to equip all students with the skills necessary to succeed
in business. We also believe that women and men should be
provided with the resources they need to succeed academically.

At Columbia Business School, students who have previous
academic or industry experience with core courses are
encouraged to take exemption exams. These exams enable
students to place out of core classes and take an elective
course instead. Men are more likely than women to exempt
core courses. In fact, men’s exemption rates are twice as high
for “technical courses.”62 In the class of 2014, men had an
exemption rate of 15% in technical courses, compared to only
7% of women. The class of 2015 exhibited a similar pattern. As
a result of differences in exemption rates, female students, on
average, take one-half more core classes than men. This may
create a compounding effect on differences in GPA, as there
is a forced grade distribution for core classes, which limits the
number of H grades and requires a number of P grades, whereas
there is not a forced grade distribution for electives.
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On average, female students at Columbia
Business School have lower GPAs compared to
their male peers. Women, compared to men,
are less likely to exempt courses and are underrepresented at the top of the class.
Incoming student backgrounds may explain
some of these differences, but not all.
Differences in assertiveness, confidence and
gender role salience may also explain some of
the disparity in performance.

Classroom Performance

The differences in exemption rates are likely due to differences
in incoming student profiles. Men are more likely than women
to have previous professional experience in finance functions.
However, there are also social reasons that students choose
not to exempt courses. Core classes are taken together by all
students in a given cluster, while elective courses are open to
any student in the school. In focus groups, several students
noted that they did not take exemption exams because they had
the impression that they would not have the same opportunity
to bond with their clusters if they did exempt.63

Background

Men and women at Columbia Business School report valuing
academic achievement equally. It is worth noting, however,
that the school has a policy of Grade Non-Disclosure. Simply
put, this means that Columbia Business School students (along
with students from other schools such as Wharton, Chicago
Booth and Stanford) have decided, as a community, to not
disclose grades to potential employers. As a result, academic
performance may not be as important for career outcomes. With
that said, students with GPAs over 9.0 during first term and
9.25 in subsequent terms may indicate Dean’s List distinction
on their resumes, which is important for students recruiting in
certain industries.61
59 GPA is calculated on a 0-10 scale, with H=10, HP=7, P=4, LP = 1 and F=0. The
survey did not allow students to enter + or – grades.
60 2013-2014 MBA Student Handbook, Columbia Business School.
61 Ibid.

18

Average GPA by Gender and Course Type
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7.46
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GPA

At Columbia Business School, the grading system for all
courses is: H (honors), HP (high pass), P (pass), LP (low
pass), F (fail). In core classes—courses that are required for
graduation—there is a forced grade distribution, with 25–30%
of students receiving an H, 55–65% an HP, and 10–15% a P,
LP, or F.59 There is no forced grade distribution for electives,
but a maximum of 50% of each class can receive an H grade.60
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SOCIAL

TECHNICAL
Class of 2014

SOCIAL

TECHNICAL
Class of 2015

62 Technical Courses include Business Analytics/Decision Models, Corporate
Finance, Financial Accounting, Managerial Economics, GEE I and Managerial
Statistics. Social courses include Leadership, Marketing I and Strategy
Formulation. Marketing II and Operations Management were not included
because the first-year class had not yet completed them when the survey was
administered. Class of 2014 grades for these two classes were excluded for
consistency.
63 Community - Leadership - Women. (2014, March 23). [Focus group].
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Performance

We also examined the gender composition of the
10 most recent graduating classes. We compared
the composition of the top 5% and 25% of the
class to the class as a whole to understand how
women perform. Historically, there is significant
variation in the performance of women relative to
men. Women are consistently underrepresented
in the top 25% of the class and even more
disproportionately so when looking at the top 5%
of the class.65

53.6%

6.1%

TECHNICAL

40.3%

FEMALE

21.9%

MALE

65.1%

12.9%

35.3%

57.5%

7.2%

SOCIAL

Differences in GPA are driven by H grades.
Notably, men in the class of 2014 were twice as
likely as women to receive an H grade in technical
classes. Women in this class were twice as likely
as men to receive an LP/P.
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Distribution of Grades by Course Type - Class of 2015
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34.5%

57.6%

7.9%

TECHNICAL

On average, women’s academic performance in
the core, as measured by GPA, is slightly lower
than men’s. This difference is more pronounced
in technical courses, where women underperform
by 8%, than in social courses, where women
underperform by 2%.64

Distribution of Grades by Course Type - Class of 2014

FEMALE

24.0%

66.9%

9.2%

Impact of Student Background

GMAT Scores (Appendix Chart 1)
On average, men at Columbia Business School
report GMAT scores almost 20 points higher than
women. Higher GMAT scores are correlated with
better classroom performance for both men and
women. Men and women who were in the top
overall quartile of reported GMAT scores had
GPAs above 8.0 for both technical and social
courses.66 However, only 19% of female students
64 Wallen, A. S., Morris, M. W. (2014). Gender and MBA
Performance: Limiting Conditions and Mechanisms. PSI
Research Report, Columbia Business School.
65 Data provided by the Columbia Business School Dean’s
Office, 2014.
66 Morris, M. W., Wallen, A. S., & Devine, B. A. (2014).
Selecting for Social Intelligence: Do Technical and Social
Abilities Differentially Predict MBA Performance in
Academic and Leadership Domains? PSI Research Report,
Columbia Business School.
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Student backgrounds, such as GMAT scores,
undergraduate performance and previous
work experience may play a role in academic
performance. Below, we describe how these
attributes correlate with academic performance at
Columbia Business School. It is important to note
that these are simple correlations and should be
interpreted with caution.
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are represented in this top quartile of GMAT scores, compared
to 39% of males.

Undergraduate GPA (Appendix Chart 2)
Women enter Columbia Business School with higher
undergraduate GPAs, with nearly 60% of women reporting
a GPA greater than 3.6, compared to less than 50% of men.
Similar to GMAT scores, undergraduate GPA is correlated
with GPA in technical and social courses at Columbia Business
School. However, women with an undergraduate GPA of 3.9
or higher report a GPA that is 3% lower in technical classes
at Columbia Business School, compared to men in the same
category of undergraduate GPA.

Prior Career Experience (Appendix
Chart 3)

male
outperformance in
technical courses

they relate to a student’s interaction with the community and
professors. In order to analyze the impact of these personality
traits on GPA, we constructed measures of these attributes by
combining survey answers to specific questions. Where we
observe correlations, they should be interpreted with caution as
they may not indicate causation.
For confidence, we combined survey questions that measure
a student’s comfort with asking for help or clarification from
one’s learning team or in the classroom, as well as a willingness
to take the lead on quantitative assignments within a learning
team.71

8%

Assertiveness considers a student’s comfort
in standing his or her ground during heated
conflicts and willingness to engage in
constructive interpersonal confrontations.
Comfort sharing one’s views is also reflected
in the assertiveness measure.

Nearly one-third of men at Columbia
men with finance
Business School have backgrounds in
backgrounds
Finally, we constructed a measure of “gender
finance functions, compared to onecompared to
67
role salience” to reflect whether a student’s
sixth of women. On average, both men
women
experience in social or professional settings
and women with finance backgrounds
at the school was negatively impacted by
outperform all other career categories,
women who
report high
his or her gender. This measure combined
except for consulting, suggesting that a
confidence
feelings of discouragement from attending
finance background has a tangible impact on
or pressure to act a certain way in social
classroom performance.68 Notably, men and
men who
situations due to one’s gender, as well as
women from finance backgrounds perform
report high
concerns about professional trajectory or
similarly well in both technical and social
confidence
being at a disadvantage in professional
classes.69 The career backgrounds with the
recruiting events due to gender. It also
greatest gender disparity are consulting (the
included responses to whether there was a
average woman’s GPA in technical courses
is 10% lower than the average man’s) and engineering and lack of gender co-mingling at cluster social events.
research (average woman’s GPA in technical courses is 13%
lower than the average man’s).
Importance of Academics & Persistence

2x
22%
46%

In focus groups, male and female students noted that core
professors may assume incoming students have a high level
of base knowledge, especially in some of the more technical
courses.70 Since women are less likely to have technical
backgrounds, they may be disproportionately affected by this
assumption.

Impact of Student Personality Characteristics
Student personality characteristics, such as persistence,
confidence, assertiveness, comfort with participation and gender
role salience may also play a role in academic performance as
67 Refer to Appendix 8 for listing of functions included within each Prior Career
Experience category.
68 Morris, M. W., Wallen, A. S., & Devine, B. A. (2014). Selecting for Social
Intelligence: Do Technical and Social Abilities Differentially Predict MBA
Performance in Academic and Leadership Domains? PSI Research Report,
Columbia Business School.
69 Ibid.
70 Academics - Classroom - Female. (2014, March 10). [Focus group].
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Women and men value academics at similar levels and are both
willing to work hard to achieve academic success. However,
women are more likely than men to say they will work hard
when they receive grades that are below their expectations.

Confidence (Appendix Chart 4)
Based on survey responses, we divided men and women into
high, medium and low categories for confidence. 72 Within these
categories, some differences in GPA appear to persist by gender
and there are notable trends that emerge from a comparison of
academic performance within the confidence categories.

71 Refer to Appendix Chart 7 for list of questions used to measure all personality
characteristics discussed here, including Confidence, Assertiveness and
Gender Role Salience
72 Across the four questions that measure confidence, we classify an average
answer of 4 or greater as high confidence. A score less than 3 is low confidence,
while a score greater than or equal to 3 and less than 4 is defined as the medium
confidence category.
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First, gender differences in GPA aside, higher confidence
appears to correlate with higher GPAs. When looking at
either men or women, the average person’s GPA in technical
courses is higher if his/her confidence level is higher; that
is, the GPA of an average person with medium confidence is
higher than that of the average person with low confidence, and
correspondingly, the average person with high confidence has
a GPA that is higher than the average person with either low or
medium confidence.
Second, when examining only the subset of men and women
with high confidence, the disparity between an average man
and an average woman’s GPA actually narrows relative to the
difference in GPA for the overall population of respondents.
That is, an average woman reports a GPA in technical courses
that is 8% lower than an average man’s, but in the subset of
men and women who exhibit high confidence, that differential
is 5%. In social classes, an average woman’s GPA is 2% lower
than the average man’s, but that differential is actually reversed
when looking at those with high confidence: an average highconfidence woman’s GPA in social courses is marginally higher
than an average high-confidence man’s GPA.
The GPA differential that exists in the overall population may
be related to the fact that a proportionately small number of
women exhibit high confidence, relative to men: while 46% of
male respondents fell into the high-confidence category, only
22% of female respondents reported having high confidence.
In contrast (and even more stark), 30% of female respondents
indicated low confidence, while only 11% of male respondents
did the same. This indicates that confidence may not only help
explain academic performance generally, but that it may also
help explain, at least partially, differences in performance
between men and women.
Compared to the rest of the student body, women from nonfinance backgrounds report less confidence in their abilities
and display lower academic achievement. These results
suggest a correlation between confidence levels and gender as
well as a correlation between confidence levels and previous
work experience, combining to influence overall academic
performance by gender.

Classroom Participation
Participation in the classroom matters for grades and for overall
learning. However, men and women report different levels of
comfort with participation in classes. More men, 68%, report
feeling comfortable raising their hands to ask for clarification
during a lecture, compared to only 49% of women. Focus group
participants felt that women tend to appear less confident with
classroom participation, not just in what they say but also their
tone of voice, body language and how long they speak.73

A higher percentage of women fear that participating in class
may make them appear less smart than their peers (32% of
women versus 17% of men). Students in general expressed
concern about indicating their lack of knowledge of “basic”
topics to the professor or classmates by asking questions. One
student said, “I wouldn’t want to look like I have no idea what
the word was, that he’s now mentioned like 10 times, you
know? I would just Google it.”74

Assertiveness (Appendix Chart 5)
Similarly to confidence, men and women were divided into
high, medium and low categories for assertiveness. Women
at Columbia Business School report being less assertive than
men, with 47% of men demonstrating a high assertiveness level
compared to 28% of women. Assertiveness appears positively
correlated with classroom performance, although not to the
same degree as confidence. The correlation between high
assertiveness and academic achievement is more pronounced
in social courses (where participation is a larger component of
grades) than in technical courses.

Gender Role Salience (Appendix Chart 6)
Women reported higher gender role salience scores than men
on average, though the large majority of female respondents
(74%) and almost all of the male respondents (91%) indicated
low levels of gender role salience. Approximately 5% of women
and less than 1% of men reported high gender role salience,
with the balance falling into the medium category. Thus, at least
partially due to the relatively small proportions of both male
and female respondents identifying in the high gender salience
category, the correlation between gender role salience scores
and GPA is not immediately apparent. That said, we believe
that there may be more indicators that gender role salience does
matter that were not captured by these specific questions on the
survey. For example, many more women reported discomfort
challenging peers and interrupting professors during lectures,
which may be because these behaviors do not conform to
traditional gender roles.75

Relative Importance of Student Characteristics
Ultimately, we want to understand which factors influence a
student’s GPA, the relative importance of those factors and
whether gender still plays a role once these other factors have
been taken into account. We took steps to control for these
factors. Undegraduate GPA had the largest effect on technical
GPA, followed by confidence (as defined previously). Previous
experience in finance or consulting also had an impact on a
student’s technical GPA, as did GMAT scores. After we
controlled for these factors, being female appeared to have
74 Academics – Classroom - Female. (2014, March 10). [Focus group].

73 Community-Culture-Female. (2014, March 3). [Focus group].
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75 Academics – Classroom – Female group. (2014 March 10). [Focus Group].
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a negative effect on GPA, but this is likely because there are
other factors not considered in this analysis (or not captured
entirely by the existing factors) that relate to gender. Future
analysis should consider other measures that may affect GPA
to better understand how Columbia Business School can help
all students become successful, regardless of gender. The
subsequent stages of this study should also consider alternative
and further refined methods of capturing attributes such as
confidence and gender role salience.

Classroom Experiences
Learning Teams
Learning teams at Columbia Business School are schoolassigned groups of five to six students within a cluster who
have diverse professional and personal backgrounds and
complete assignments for most core courses as a team. For
some elective classes, students create additional learning teams
either for studying purposes or to complete group assignments.
Students in focus groups noted the contribution that both types
of learning teams make to the academic experience at Columbia
Business School.76 Several students noted that their learning
teams spent time helping students learn the material,77 but
acknowledged there are “really sort of two speeds on the team.
There are people on the team who are very comfortable with
the core, and know the stuff really well… and there’s the rest of
the team who hasn’t been exposed to this.”78 The former group
often valued speed of completion on assignments, whereas
the latter noted feelings of either slowing the team down in
work to ensure they understand concepts or letting work
move on without them to get something done.79 Some of the
confidence measures pertain to the learning team experience,
and learning teams contribute significantly to academics just as
the classroom environment does.

Moving Forward
Columbia Business School is working hard to level the
playing field in the classroom between students with technical
backgrounds and those without. We applaud the school’s efforts
to rethink pre-MBA coursework and tailor it to individual
student needs. We recommend that the school continue
encouraging students with technical backgrounds to exempt
core classes. We also recommend that the school consider
creating additional optional foundational courses throughout
the school year.

76
77
78
79
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Academics - Small Group - Mixed Group. (2014, March 4). [Focus group].
Ibid.
Ibid.
Ibid.
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Introduction
For its graduates, Columbia Business School
opens the door to future careers. When rating
the relative importance of business school
aspects, students place the highest value on
careers. Career expectations, searches and
outcomes of Columbia Business School
women relative to their male peers may
differ based on many factors including preMBA industry, target post-MBA industry and
personal preferences for work-life balance—
the intricacies of which fall beyond the scope
of this report. We acknowledge that no single
factor or set of factors can account for career
differences between men and women.

Career Expectations
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While at Columbia Business School, women and men report
similar expectations for their careers in the short and long term.

Career Aspirations and Selection Factors
Despite evidence of career paths diverging over the long term,
men and women share similar expectations for future leadership
while at school. According to survey data, 88% of men and
86% of women aim to be leaders in their chosen fields.
Men and women have similar priorities when selecting a job.
When asked to value the importance of five factors in choosing
their immediate post-MBA job, both men and women rank
career growth and opportunity as the most important factor.
Compensation, personal passion and company prestige also
ranked highly in the post-MBA job decision with no significant
distinction across gender.

Work-Life Balance
In focus group discussions, both women and men cite work-life
balance as important to their overall career trajectory. Women’s
and men’s views on work-life balance diverge when asked
about plans to take time off. Notably, 59% of women expect to
take time off in the next five to 10 years, compared to 48% of
men. Of those expecting to take time off, women and men plan
to do so for different reasons, with half of women expecting to
spend more time with family and the majority of men expecting
to spend time pursuing other interests. Prior research on
Columbia Business School alumni corroborates these current
students’ expectations for future workforce participation.80

80 Ann Bartel and Linda Green, “Columbia Business School Alumnae Survey:
‘Yes’ for Lifelong Learning Programs,” September 2008.

24

Women and men share similar career expectations in both
the short and long term. Both cite similar immediate postMBA job selection factors and similar expectations for future
leadership.
The career search process while at Columbia Business
School looks slightly different for men and women. Whereas
men slightly favor informal career resource networks, women
prefer formal resources.
Differences exist in preliminary job outcomes data, including
satisfaction, salary and future workforce participation.

Industry Distinctions
With the exception of consulting, there are major differences
in the representation of men and women by industry. Men are
much more likely than women to enter financial services and
entrepreneurship/family business, whereas women are far more
likely to enter retail, marketing, CPG and diversified financial
services.81 Women are also more likely than their male peers to
switch industries after school: 60% of women and 49% of men
indicate plans to change. While not considered in this report,
these distinctions are important to note to the extent that they
inform future expectations for career aspirations and work-life
balance.

Job Search
As discussed, men and women at Columbia Business School
express similar career goals. However, their approaches and
experiences navigating the recruiting process differ across
genders.

Utilization of Career Resources
Students at Columbia Business School have a broad range of
resources to assist them with their job searches. When asked
to rank the resources they found most valuable in their career
search, women valued “formal” resources, such as meeting
with Career Management Center (CMC) Advisors or attending
Career Education workshops and panels more than men did.
Whereas men valued “informal” resources, such as networking
with current students and within professional clubs, more than
women did. These student-reported data are consistent with the
81 41% of men and 24% of women plan to enter financial services; 1% of men
and 9% of women plan to enter retail (reported as a percentage within gender);
the actual number of women outpaces the number of men entering marketing,
CPG and diversified financial services. Survey data 2014, Career Management
Center, 2014.
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CMC’s findings that as a percentage, more women
than men utilize the CMC and Career Coaches,
and of those that use these resources, women meet
more frequently with Advisors and Coaches than
men.82,83

Most important factors when selecting post-MBA job
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59% of women plan to take time off, the majority
of which plan to spend time with family

vs. 52% of men do not plan to take time off

As part of our study, we audited the gender balance
across different types of career advisors available
to students, including Career Fellows (secondyear students, 50% women), CMC Advisors
(Columbia Business School staff members, 67%
women), Career Coaches (Columbia Business
School Alumni, 40% women) and Executives in
Residence (retired or semi-retired senior business
leaders, 6% women). Columbia Business School
ensures students have balanced access to both
male and female career advisors, with one strong
exception being the most senior mentorship level
available to students through the Executives in
Residence Program. While we acknowledge that
there are far fewer female senior executives than
male, we challenge the school to improve this ratio
and work to attract more female leaders who are
willing to share their experiences with Columbia
Business School students.

Perceived Effectiveness in Recruiting
Women may experience additional challenges in
recruiting because of their gender. With regards to
networking, 22% of women feel like they are at
a disadvantage when networking because of their
gender, compared to only 6% of men. In addition,
31% of women are more likely to “worry about
my professional trajectory in comparison to my
classmates because of my gender,” compared to
only 3% of men. It is worth exploring in more
detail how gender role salience, confidence and
the Columbia Business School community may be
connected to these feelings of disadvantage.

Usage of career resources
70%
60%
50%
40%

Men
Women

30%
20%
10%
0%
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CMC Advisors
Career Education
Career Fellows
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Job Outcomes
Although this report focuses on the experience of
students during their time at Columbia Business
School, an analysis of careers must also have an
eye towards life after school.

Informal
Current Students
Alumni Network
Faculty/Center/Programs
Clubs

82 Data provided by the Columbia Business School Career
Management Center, 2014.
83 This difference in utilization and number of meeting is less
marked for coaches who are industry practitioners, than it is for
advisors who are generalists.
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Expected Salary Outcomes

Expectations About Future Workforce Participation

When asked to project post-MBA annual compensation
(including bonus) in current students’ first job after school,
responses varied by gender. The median expected salary for
women, as self-reported in the student survey, was $125,000
to $149,999, while the median expected salary for men was
$150,000 to $199,999. This figure remains constant when
narrowing the responses to just second-year students, many
of whom had secured their positions at the time of survey
administration. Within consulting, financial services and
marketing, areas where the majority of firms participate in oncampus recruiting, students of both genders reported the same
median expected annual compensation. Additionally, when
analyzing the compensation change from pre- to post-MBA
reported by second-year students, gender was not found to
be a significant variable. This finding is in line with research
done widely on the topic of MBA careers and gender; students
choosing the same industries receive similar compensation in
the first job out of school.84

Despite highly similar career expectations to their male peers,
Columbia Business School women are increasingly less likely
to participate in the workforce as time progresses. According
to a September 2008 study by Professors Ann Bartel and Linda
Green (both at Columbia Business School), only 60–65% of
female Columbia Business School alumni who graduated in
the 1980s through the 1990s still participate full time in the
workforce, compared with 88% of recent graduates.87 At the
time of Bartel and Green’s survey, 20% of women from the
1980s to 1990s graduating classes were not employed at all.
Workforce participation precipitously decreases for women
over 10 years out of Columbia Business School, which suggests
a need for deeper analysis into female workforce retention
following graduation from Columbia Business School.88

While not supported directly by this research, we hypothesize
that women might report lower expected salaries than their
male peers due to (1) actual differences in salary, which may be
attributed to career choice, greater dispersion of female careers
across both industry and function, or negotiation tactics85 or (2)
perceived differences in salary, which could be at least partially
explained by gendered differences in confidence.

Moving Forward
We believe that the ultimate goal of the Career Management
Center should be to equip all students to achieve the best
possible career outcomes in the short and long term. To do
this, we suggest the school put more emphasis on long term
career planning and managing work and family—for both men
and women. In addition, we suggest that the school increase
visibility and engagement with senior-level women in business.

Job Offer Satisfaction
While salary is one indicator of career achievement, it is not the
only measure. As previously noted, women may choose to go
into different industries and functions than men and therefore
may have appropriately different expectations for future salary
outcomes. Another measure of job performance is students’
level of satisfaction with job offers. The Career Management
Center conducts annual surveys asking first- and second-year
students to rate how satisfied they are with their job offer(s).
Data shared by the CMC indicate that across the five-year period
of 2009 to 2013, satisfaction levels were impressively high,
ranging from 92% to 97% of students. Additionally, women
and men reported virtually the same level of satisfaction with
their job offers after school. However, it is interesting to note
that slightly more men reported being “very satisfied” with job
offers than women.86

84 Bertand, M., Goldin, C., & Katz, L. F. (2010). Dynamics of the Gender Gap
for Young Professionals in the Financial and Corporate Sectors. American
Economic Journal.
85 Data provided by the Columbia Business School Career Management Center,
2014.
86 Data provided by the Columbia Business School Career Management Center,
2014.
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87 Out of school for 8 years or fewer.
88 Ann Bartel and Linda Green, “Columbia Business School Alumnae Survey:
‘Yes’ for Lifelong Learning Programs,” September 2008.
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Cbs reflects – Executive MBA

Introduction
Although Columbia’s Executive MBA Program (EMBA)
students have the same access to academic, community and
career resources as full-time MBA students, they are also
employed full time and take courses on a variety of alternative
schedules, such as evening, block week and Friday/Saturday
or Saturday-only formats. This format appeals to a different
population of students and leads to a different overall business
school experience relative to the full-time program. For
example, EMBA students typically have more work experience
than MBAs and are more likely to be married. A survey, similar
to the one administered to MBA students, was administered to
students in the various EMBA programs that Columbia Business
School offers. The goals of the survey were to understand
where the EMBA experience is similar to or different from the
full-time student population and to extract potential causes or
other key insights from these differences.

1
2

key findings – executive MBA

demographic diversity of the program as a whole. Women
make up 25% of the EMBA program’s student body.
Many of the demographic differences between the EMBA and
full-time programs can be attributed to age. Age and experience
may well be a significant contributor to the main points of
difference found in the research herein.

Academics
In terms of GPA, female EMBA students slightly underperform
relative to their male peers but to a lesser degree than the fulltime student comparison. EMBA academic survey results
were similar to the full-time program in that men entered the
program with a slightly higher average GMAT score than
women and had higher average overall GPAs. It is of note that
the GMAT and GPA discrepancies in the EMBA program were
much smaller (on average a difference of 1% between men and
women) than in the full-time program.
On average, EMBA women have lower GPAs than
EMBA men in technical core courses but have higher
GPAs in social core courses. Male EMBA students earn
a disproportionate number of H, P and LP grades relative
to their female peers. EMBA men are more likely to
receive H grades across all core courses—even social
core courses. EMBA women show a higher GPA in
social courses not because they receive a higher number
of H grades, but because they are less likely than men in
these courses to get P and LP grades.

Women in the EMBA class have lower average
GPAs than men but to a lesser degree than in
the MBA population.
Similar to MBA findings, women in the
EMBA class feel that their gender negatively
impacts their student experiences and career
trajectories.

Community & Careers

EMBA Demographics

Like women in the full-time
program, the women of the EMBA
program represent a significant
portion of the professional and
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SOCIAL

TECHNICAL

EMBA men and EMBA women have different perceptions of
According to results of the EMBA survey, EMBA students
how influential women are in the EMBA community. In fact,
are approximately four years older than full-time students,
none of the men surveyed, compared to 11% of women, agreed
with an average student age of 31 compared to 28 in the MBA
that the influential people in their cluster are mostly women.
population. In addition, 45% of the EMBA population is
married, compared to only 23% of
the MBA student population. The
Distribution of Grades by Course Type - EMBA
average MBA student has five
years of work experience prior
MALE
36.32%
54.95%
8.73%
to business school, compared
to eight years for the average
EMBA student. EMBA students
FEMALE
28.86%
61.14%
10.00%
also report higher current salaries
than MBA students, which may
be at least partially due to the
MALE
36.84%
56.22%
6.95%
longer average previous work
experience.
FEMALE

33.33%

0%

10%

20%

62.92%

30%

40%

H

50%

HP

P/LP

60%

3.75%

70%

80%

90%

100%

Cbs reflects – Executive MBA
EMBA women are more concerned with how they are
perceived than EMBA men and express higher levels of gender
role salience; 14% of women feel pressure to act a certain way
in social situations because of their gender, compared to only
2% of men.
Similar to women within the MBA program, EMBA women
are more concerned about the impact their gender may have
on their careers. In fact, 14% of women feel like they are at
a disadvantage networking because of their gender, compared
to only 2% of men. Additionally, 25% of women worry about
their career trajectory because of their gender, compared to
only 2% of men.

Moving Forward
The modified survey administered to all EMBA programs
(including Friday/Saturday, Saturday-only, EMBA Global,
EMBA Global Asia) provided some initial insights to allow
for topline analysis and provide direction for a more robust
exploration in future semesters. We hope to continue this
research and better understand the differences in performance
and experiences of EMBA men and women.
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Recommendations &
next steps

Cbs reflects – recommendations & Next steps
In the 2014–2015 school year, we will establish an Executive
Committee for CBS Reflects, comprised of students
representing Columbia Business School’s diverse student body.
The purpose of this committee will be twofold: to collaborate
with the faculty and administration on implementing the
recommendations presented in this report and to continue the
work of this year’s CBS Reflects by examining other diversity
issues beyond gender.
As a community of students, faculty, staff and alumni, we
recognize the importance of this work and its potential effect
on the experiences of students at Columbia Business School.
Diversity and inclusion enable bright talent to bring their full
selves to a project and turn ideas into practices with potential
to change the world. Below, we respectfully submit a set of
recommendations to the Columbia Business School community
with the hope of improving student experiences and taking the
next step forward.
The recommendations below are suggestions from a student
perspective and are intended to spark a dialogue within the
Columbia Business School community about how to address
the findings in this report. We are excited that the school has
already started addressing some of these recommendations and
has plans to implement others during the 2014–2015 school
year. We also know that some of these recommendations may
be aspirational and, through conversations with the Columbia
Business School administration and faculty, will continue to be
refined.

General Recommendations
Build capacity within the school to continue this work

▪▪ Build an integrated data system that enables collection of
student data across the different departments at Columbia
Business School and enables access to year-over-year
data.
▪▪ Consider hiring a Director of Diversity in the
administration to be responsible for diversity research.
Working closely with CBS Reflects, this person could
also spearhead discussions about diversity and inclusion
within the faculty and administration.
▪▪ Continue the partnership between the CBS Reflects team,
faculty and administration. Refresh this work annually
and extend the focus beyond gender diversity.
Develop relationships across student organizations at other
MBA programs

▪▪ Continue conversations with the Women’s MBA Coalition,
a group comprised of the women’s club presidents across
11 MBA programs, to share best practices.
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Admissions
Analyze female acceptance yields to understand key decision
drivers

▪▪ Continue surveying both enrolled women and women
who did not matriculate into Columbia Business School
to better understand what factors influenced their choice.
▪▪ Leverage above insights to continue improving outreach
and marketing to women.
Deliver competitive financial aid and packages to applicants at
time of admissions decision

▪▪ Determine the feasibility of informing students of financial
aid awards at time of admission to allow students a fair
comparison of their school choices. Consider increasing
transparency around the timing of financial aid awards.
▪▪ Analyze value of financial aid packages offered to
students who turn down Columbia Business School for
competitor schools.
▪▪ Continue to increase the pool of funds available for
financial aid.
Diversify network of alumni and students performing
admissions outreach

▪▪ Consider matching applicants invited to interview with
a Columbia Business School student or recent alumnus
“buddy” to answer questions in a non-evaluative setting.
▪▪ Launch recruiting effort to increase the diversity of
backgrounds represented by alumni interviewers.
▪▪ Continue to increase opportunities for admitted students
to interact with current students and alumni, such as
formal school visits, webinars, welcome phone calls,
regional welcome events, etc.
Increase female MBA applicant pool

▪▪ Outline Columbia Business School’s current outreach
efforts to market the school to women and identify gaps
and opportunities, with the goal of reaching beyond
traditional business backgrounds.
▪▪ Engage in dialogue with peer schools that have similar
objectives to increase the total pool of female MBA
applicants. Opportunities for collaboration include:
▪▪

Increasing outreach from graduate business schools
to undergraduate women.

▪▪

Engaging in dialogue to consider whether the typical
timing of MBA programs raises challenges for
female students.
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Integrate diversity and inclusion into the admission application

▪▪ Incorporate an essay question on Columbia Business
School’s application that addresses the issue of inclusion.
This will help establish Columbia Business School’s
culture of inclusion early, at the application stage, and
help send the external message that this is a priority for
the school.

Community
Continue fostering a culture of inclusion and full participation

▪▪ Encourage continuation of and collaboration across all
student-led diversity and inclusion initiatives to increase
community awareness and impact.
▪▪ Add measures in the Lead 360 program to address
students’ aptitude for exhibiting inclusive behavior. By
holding students more accountable and providing a forum
to receive feedback from peers, we hope inclusion will
remain top of mind for all Columbia Business School
students.
▪▪ Diversify social events to deemphasize drinking and
partying in order to help alleviate gendered social
pressures and create alternatives for social inclusion.
▪▪ Offer additional mentorship opportunities beyond peer
advising between first-year and second-year students.
These second-year mentors could be given training and
resources to answer typical questions that a first-year may
face regarding academics, recruiting, clubs and life at
Columbia Business School.
Build greater community awareness of gender biases,
beginning with Orientation

▪▪ Continue the CBS Reflects initiative with the goal of
maintaining an open dialogue between students, faculty
and administrators, surrounding issues of diversity and
inclusion. Introduce new students to this initiative during
Orientation.
▪▪ Survey incoming students during orientation to capture
student expectations about their business school
experience. Host events about diversity and inclusion
throughout the year. Administer follow up surveys at the
end of each year in order to track how expectations and
outcomes change during a student’s time at Columbia
Business School and gather longitudinal data.
▪▪ Develop additional messaging to incorporate into cluster
Orientation discussions on the topic of gender dynamics.
Changes were recently made to Orientation to begin
small group conversations with incoming students about
diversity and inclusion at the cluster level.
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▪▪ Continue to provide diversity and inclusion training
to Peer Advisors. Consider offering these resources to
cluster and other community leaders.

Academics
Level the playing field in the classroom between students with
technical backgrounds and those without

▪▪ Continue identifying students who should be exempting
out of core classes, based on prior work experience and
undergraduate major. Strongly encourage these students
to take exemption exams.
implementing
quantitative
pre-MBA
▪▪ Continue
coursework for incoming students who do not have strong
quantitative backgrounds. Tailor the course work to meet
individual student needs.
▪▪ Consider offering an in-person quantitative skills class for
students who still want support upon completion of the
pre-MBA course.
▪▪ Offer quantitative and Excel skills classes throughout the
semester, timed with when students will need to utilize
those skills in core classes.
▪▪ Explore offering a tiered Accounting and/or Corporate
Finance classes for students with relevant academic or
professional backgrounds.
Create a risk-free classroom environment that encourages
participation

▪▪ Partner with the Samberg Institute to raise faculty
awareness of the discrepancy between participation rates
of students from different backgrounds. Proactively work
with the faculty to encourage full participation in the
classroom.
▪▪ Consider incorporating into the course evaluation process
faculty members’ ability to create an inclusive and riskfree environment in the classroom.
▪▪ Work with faculty to incorporate more cases with female
protagonists into the curriculum.
▪▪ Accelerate existing efforts to engage in female faculty
recruitment and encourage more female professors to
teach the core.
Proactively encourage high-achieving women to become tutors

▪▪ Identify and proactively reach out to women who received
H grades during their first year to encourage them to
become tutors. This will help ensure more women that
are qualified and capable of being tutors consider tutor
program participation.
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Careers
Increase presence and engagement of senior-level female
leaders on campus

▪▪ Increase the number of female Executives in Residence
with a target of three to four.
▪▪ Devote resources to bringing more female speakers to
campus through clubs, campus programming and classes.
Work with External and Alumni Relations to include
more women on “approved speaker” lists and encourage
professors to incorporate more female guest lecturers.
Equip women to achieve the best possible career outcomes

▪▪ Consider requiring that all students take Managerial
Negotiations while at Columbia Business School. Male
and female students who take the Managerial Negotiations
course tend to converge in negotiations performance.89
However, most students choose to take the course in their
second year, perhaps too late for the learning to impact
job negotiations that take place prior to graduation.
▪▪ Expand programming to facilitate alumni reentrance
into the workforce, potentially through the Executive
Education program.
▪▪ Put more emphasis on long- versus short-term career
planning, including managing work and family. Provide
more resources for long-term career planning to help
students choose the best industries and functions for their
priorities.
▪▪ Encourage greater discussion from speakers of both
genders about lessons they have learned over time about
managing work, life and family.

89 Based on historical data recorded by Columbia Business School Negotiations
professors.
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Chart 1: GMAT Performance90
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Chart 2: Undergraduate GPA
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Chart 3: Pre-MBA Function
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Appendix Chart 5: Assertiveness
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Chart 6: Gender Role Salience
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Chart 7: Student Questions—Personality Characteristics
Question
Confidence
Q1.
I never hesitate to ask my learning team to explain material, even if it
seems that other people already know it.

Gender

Strongly
Disagree

Disagree

Neither Agree
nor Disagree

Female
Male

3.5%
1.8%

18.9%
10.2%

12.6%
12.2%

Q2.

I feel comfortable raising my hand during a lecture to ask for
clarification.

Female
Male

5.1%
1.6%

23.1%
11.7%

23.8%
19.5%

Q3.

I am afraid that if I participate in class, I might appear less smart than
my peers. 1

Female
Male

11.5%
27.2%

33.9%
35.5%

22.5%
19.9%

Q4.

I take the lead on quantitative problem sets and projects for my
learning team.

Female
Male

13.7%
3.5%

25.8%
13.6%

26.7%
30.4%

Female
Male

0.2%
0.6%

6.9%
6.1%

44.2%
31.3%

Assertiveness
Q1.
I speak up and share my own views when appropriate.

Q2.

I am able to stand my own ground in a heated conflict.

Female
Male

0.4%
0.6%

8.7%
3.5%

43.6%
24.5%

Q3.

I am willing to engage in constructive interpersonal confrontations.

Female
Male

1.1%
1.3%

11.1%
9.4%

46.4%
32.2%

Female
Male
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5.2%

13.6%
18.2%

26.4%
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Academic Importance
Q1.
I believe it is important to excel in academics at CBS.

Q2.

I am willing to work hard to achieve academic success at CBS.

Female
Male

0.9%
2.9%

6.9%
9.9%

19.1%
22.3%

Q3.

When (If) I receive grades that are below my expectations I (would)
react by working harder on that course.

Female
Male

1.1%
1.4%

5.8%
9.0%

28.2%
33.5%

Female
Male

32.7%
36.7%

41.8%
45.9%

11.3%
11.8%

Gender Role Salience
Q1.
Women and men do not comingle at my cluster's social events.

Q2.

I have felt discouraged from attending a social event because of the
gender ratio of attendees.

Female
Male

38.4%
38.9%

37.0%
38.0%

11.3%
11.5%

Q3.

I feel pressured to act a certain way in social situations because of my
gender.

Female
Male

21.2%
39.3%

38.6%
38.1%

17.8%
15.9%

Q4.

I feel that I am at a disadvantage while networking because of my
gender.

Female
Male

21.7%
42.9%

38.4%
36.7%

18.3%
14.1%

Q5.

I worry about my professional trajectory in comparison to my
classmates because of my gender.

Female
Male

21.9%
48.0%

30.5%
37.3%

16.5%
11.8%

NOTES:
1
When combining questions to create the confidence measure, this question's answer scale was reversed (i.e., 1=5, 2=4, etc.) to make the "high/medium/low" confidence buckets consistent
with the other questions in the confidence measure.
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Chart 8: Prior Career Experience Categories
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CBS Reflects: Community Survey Questions
Demographics & background

1.
2.
3.
4.
5.
6.
7.

8.
9.
10.

11.
12.
13.
14.

15.
16.
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Class Year
Term of Entry
Cluster
Gender
GMAT Scores (Total, Quantitative, Verbal)
Age
Do you identify as a member of the LGBTQ
community? (Y/N)
Do you identify as Latino or Hispanic? (Y/N)
Are you a U.S. citizen? (Y/N)
Select one or more of the following racial categories
that best describe you:
▪▪ American Indian or Alaska Native
▪▪ Asian
▪▪ Black / African-American
▪▪ Native Hawaiian / Other Pacific Islander
▪▪ White
What is your relationship status? (Married, In a
Relationship, Single, Divorced, Widowed)
Do you have children? (Y/N)
Undergraduate GPA (please convert to a 4.0 scale)
Undergraduate major
▪▪ Business
▪▪ Engineering
▪▪ Humanities
▪▪ Sciences
▪▪ Social Sciences
▪▪ Technology
▪▪ Other
How many years of work experience did you have
before entering CBS?
Industry (pre-MBA)
▪▪ Accounting
▪▪ Advertising
▪▪ Aerospace / Aviation / Defense
▪▪ Agribusiness
▪▪ Arts
▪▪ Automotive
▪▪ Construction
▪▪ Consulting
▪▪ Consumer Products
▪▪ Economic Development / Microfinance
▪▪ Education
▪▪ Energy / Utilities
▪▪ Engineering Services
▪▪ Entertainment
▪▪ Environmental Services & Sustainability
▪▪ Financial
▪▪ Foundations / Philanthropy
▪▪ Government
▪▪ Healthcare
▪▪ Hospitality / Tourism
▪▪ Human Resources / Recruitment

▪▪ International Trade - Import / Export
▪▪ Law / Legal Services
▪▪ Manufacturing
▪▪ Media
▪▪ Natural Resources
▪▪ Nonprofits & Social Enterprises
▪▪ Social Services
▪▪ Pharmaceutical
▪▪ Real Estate
▪▪ Retail
▪▪ Technology
▪▪ Telecom
▪▪ Transportation / Logistics
▪▪ Other
17. Function (pre-MBA)
▪▪ Accounting
▪▪ Administration
▪▪ Business Development
▪▪ Buyer / Merchandising
▪▪ Chief Executive Officer
▪▪ Consulting
▪▪ Corporate Development
▪▪ Corporate Social Responsibility
▪▪ Development / Leadership Rotational Programs
▪▪ Economic Analysis / Research
▪▪ Education (Administrator/ Faculty)
▪▪ Engineering
▪▪ Entrepreneurship
▪▪ Finance
▪▪ Fundraising / Development
▪▪ Health Care / Medical Professional
▪▪ Human Resources
▪▪ Journalist / Author / Writer / Editor
▪▪ Lawyer / Legal Professional
▪▪ Legislative Aide / Lobbying / Advocate
▪▪ Management
▪▪ Manufacturing
▪▪ Marketing
▪▪ Military
▪▪ Multimedia Production / Graphic Design
▪▪ Purchasing
▪▪ Real Estate
▪▪ Research & Development
▪▪ Sales
▪▪ Strategic Planning
▪▪ Technology
▪▪ Other
18. Industry (post-MBA)
▪▪ Accounting
▪▪ Advertising
▪▪ Aerospace / Aviation / Defense
▪▪ Agribusiness
▪▪ Arts
▪▪ Automotive
▪▪ Construction
▪▪ Consulting
▪▪ Consumer Products
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▪▪ Economic Development / Microfinance
▪▪ Education
▪▪ Energy / Utilities
▪▪ Engineering Services
▪▪ Entertainment
▪▪ Environmental Services & Sustainability
▪▪ Financial
▪▪ Foundations / Philanthropy
▪▪ Government
▪▪ Healthcare
▪▪ Hospitality / Tourism
▪▪ Human Resources / Recruitment
▪▪ International Trade - Import / Export
▪▪ Law / Legal Services
▪▪ Manufacturing
▪▪ Media
▪▪ Natural Resources
▪▪ Nonprofits & Social Enterprises
▪▪ Social Services
▪▪ Pharmaceutical
▪▪ Real Estate
▪▪ Retail
▪▪ Technology
▪▪ Telecom
▪▪ Transportation / Logistics
▪▪ Other
19. Function (post-MBA)
▪▪ Accounting
▪▪ Administration
▪▪ Business Development
▪▪ Buyer / Merchandising
▪▪ Chief Executive Officer
▪▪ Consulting
▪▪ Corporate Development
▪▪ Corporate Social Responsibility
▪▪ Development / Leadership Rotational Programs
▪▪ Economic Analysis / Research
▪▪ Education (Administrator/ Faculty)
▪▪ Engineering
▪▪ Entrepreneurship
▪▪ Finance
▪▪ Fundraising / Development
▪▪ Health Care / Medical Professional
▪▪ Human Resources
▪▪ Journalist / Author / Writer / Editor
▪▪ Lawyer / Legal Professional
▪▪ Legislative Aide / Lobbying / Advocate
▪▪ Management
▪▪ Manufacturing
▪▪ Marketing
▪▪ Military
▪▪ Multimedia Production / Graphic Design
▪▪ Purchasing
▪▪ Real Estate
▪▪ Research & Development
▪▪ Sales
▪▪ Strategic Planning
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▪▪
▪▪

Technology
Other

Academics
Scale of 1-5, strongly disagree to strongly agree

20. I never hesitate to ask my learning team to explain
material, even if it seems that other people already
know it.
21. When working with my learning team, I think it is
more important to have a friendly dynamic than it is to
get answers correct on assignments.
22. I feel comfortable raising my hand during a lecture to
ask for clarification.
23. I am afraid that if I participate in class, I might appear
less smart than my peers.
24. I never feel uncomfortable criticizing another student’s
idea in front of other people.
25. I feel more comfortable participating in quantitative
classes than non-quantitative classes. (Ex.
quantitative classes: accounting, finance, statistics,
economics)
26. I take the lead on quantitative problem sets and projects
for my learning team.
Scale of 1-5, strongly disagree to strongly agree
27. I did not feel comfortable when I entered the program
that I could handle the academics here.
28. Today I feel confident that I can handle the academics
here.
29. Relative to my classmates I think I am performing
worse academically.
30. I feel confident in my ability to earn high grades in
quantitative classes.
31. I believe it is important to excel in academics at CBS.
32. I am willing to work hard to achieve academic success
at CBS.
33. I am less likely to contribute in class if my professor
is male.
34. I perform better in classes with a female professor.
35. I am satisfied with my academic experience at CBS.
How much are the following statements characteristic of your
behavior? (Scale 1-5, never to all of the time)
36. I speak up and share my own views when appropriate.
37. I am able to stand my own ground in a heated conflict.
38. I am willing to engage in constructive interpersonal
confrontations.
39. When (If) I receive grades that are below my
expectations I (would) react by downplaying the
importance of academics.
40. When (If) I receive grades that are below my
expectations I (would) react by working harder on that
course.
Please report your grades for the following core classes, using the
options: H, HP, P, LP, Exempted, and Currently Enrolled. Round
all grades to the letter: i.e., HP+ would be reported as HP.
41. Business Analytics / Decision Models
42. Corporate Finance
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43.
44.
45.
46.
47.
48.
49.
50.
51.

Financial Accounting
GEE I
Lead / Leadership
Managerial Economics
Managerial Statistics
Marketing I
Marketing II
Operations Management
Strategy Formulation

Community

Scale of 1-5, strongly disagree to strongly agree
52. I’m satisfied with diversity (gender, race, and ethnicity)
at CBS.
53. Women and men do not co-mingle at my cluster’s
social events.
54. I have felt discouraged from attending a social event
because of the gender ratio of attendees.
55. The influential people in my cluster are mostly women.
56. I feel pressured to act a certain way in social situations
because of my gender.
57. I feel that I am at a disadvantage while networking
because of my gender.
58. I worry about my professional trajectory in comparison
to my classmates because of my gender.
59. I felt encouraged by my peers to pursue a leadership
position in clubs and/or my cluster.
60. My primary purpose for being involved with
clubs at CBS is professional development.
61. Have you been single at some point during your time
at CBS? (Y/N)
▪▪ If yes (Scale 1-5, strongly disagree through
strongly agree):
i. It is likely that I will find a partner
from within the CBS community
during my time at CBS.
ii. Dating is not (has not been) one of
my priorities while I’m at CBS.
62. Which of the following items are most important to you
in terms of your overall business school experience?
Divide 100 points among 4 options to indicate
importance, with the higher point value representing
higher importance. (Equal importance would be 25
points for each option.)
▪▪ Academics
▪▪ Career
▪▪ Clubs / Co-Curricular Events
▪▪ Social Life / Social Events
63. Which of the following are most important to you in
terms of the relationships that you develop in business
school? Divide 100 points among 2 options to indicate
importance, with the higher point value representing
higher importance. (Equal importance would be 50
points for each option.)
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▪▪ Making professional connections
▪▪ Making new friends
64. Please choose which of the CBS related trips you have
attended (or will attend) during your time at CBS:
▪▪ Pre-MBA World Tour
▪▪ Ski Trip
▪▪ Sailing Trip
▪▪ Cluster Break Trip
▪▪ Chazen / Global Immersion
▪▪ Pangea
▪▪ Hamptons
▪▪ Other School-Related Travel
65. Please rate how often you attend the following events
(Never, rarely, sometimes, often):
▪▪ Rugby happy hour
▪▪ Thursday happy hour
▪▪ Happy hour after-parties
▪▪ Cluster pre-happy hour/CBS matters
▪▪ Spring Gala / Fall Ball
Admissions

66. Did you interview with CBS during the Admissions
process? (Y/N)
▪▪ If yes, what was the gender of your interviewer?
▪▪ The gender of my interviewer influenced my
decision to attend CBS. (Scale of 1-5, strongly
disagree to strongly agree)
67. Did you attend admissions events at CBS before or
during the application process? (Y/N)
a. If yes, please indicate which events:
i. Spotlight On
ii. Information Session
iii. Student Chat
iv. Class Visit
v. Other events in New York City
vi. Other events in another city
68. Did you attend admitted students events at CBS once
you were admitted? (Y/N)
a. If yes, please indicate which events:
i. Connect
ii. On-campus happy hour
iii. Student dinners
iv. Other events in New York City
v. Other events in another city
69. Affinity groups influenced my admissions decision
when I was considering attending CBS. (Scale of 1-5,
strongly disagree to strongly agree)
70. Were you offered a fellowship(s) or scholarship(s)
from CBS? (Y/N)
▪▪ If yes, what is the total two-year value of these
fellowship(s) or scholarship(s)?
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71. Please complete the following table based
on your business school application results:
Other Schools
Applied To:

Offered
Admission

Offered
Fellowship /
Scholarship

HBS

Y/N

Y/N

MIT-Sloan

Y/N

Y/N

Yale

Y/N

Y/N

NYU

Y/N

Y/N

Wharton

Y/N

Y/N

Booth

Y/N

Y/N

Kellogg

Y/N

Y/N

Stanford

Y/N

Y/N

Haas

Y/N

Y/N

Other

Y/N

Y/N

Careers

Fellowship
Two-Year Total

72. Prior to starting business school, my total annual
compensation (including bonus) was:
▪▪ $0-$49,999
▪▪ $50,000-$74,999
▪▪ $75,000-$99,999
▪▪ $100,000-$124,999
▪▪ $125,000-$149,999
▪▪ $150,000-$199,999
▪▪ $200,000-$249,999
▪▪ $250,000 or higher
▪▪ N/A: I was working for a family business or
starting an entrepreneurial venture, so my salary
was not representative of my compensation.
73. When I interviewed for my last job before business
school, I negotiated my salary, bonus and benefits
package.
▪▪ Yes
▪▪ No
▪▪ My company does not negotiate for hires
▪▪ I have not interviewed for a position
74. Directly after graduating from business school, I plan
to start an entrepreneurial venture or participate in my
family’s business.
▪▪ Yes
▪▪ No
75. Distribute 100 points between the options below,
where higher point values indicate the factors were/are
more important to you when selecting the job you will
take after graduation. (20 points is equal importance.)
▪▪ Career growth / opportunity
▪▪ Compensation or benefits
▪▪ Company / brand prestige
▪▪ Opportunity for work-life balance
▪▪ Personal passion
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76. In my first job following business school, I reasonably
expect my total annual compensation (including
bonus) to be:
▪▪ $0-$49,999
▪▪ $50,000-$74,999
▪▪ $75,000-$99,999
▪▪ $100,000-$124,999
▪▪ $125,000-$149,999
▪▪ $150,000-$199,999
▪▪ $200,000-$249,999
▪▪ $250,000 or greater
77. If you plan to take time off in the next 5-10 years
(excluding maternity or paternity leave), which
statement best describes your primary reasons for
doing so:
▪▪ Pursue other interests
▪▪ Spend more time with my family
▪▪ Make a career chance
▪▪ Pursue another degree
▪▪ Other
▪▪ N/A: I do not plan to take time off in the next 5-10
years.
78. My long term career goal is to be a leader in my chosen
field. (Scale of 1-5, strongly disagree to strongly agree)
79. Distribute 100 points between the options below,
where higher point values indicate the resources that
you found most valuable during your career search.
(10 points represents equal value for all options)
▪▪ CMC Advisors
▪▪ Executives in Residence
▪▪ Faculty / Centers / Programs
▪▪ Current students
▪▪ Online resources (COIN, Career Leader, Tools,
Digital Video Library)
▪▪ Clubs
▪▪ Career Fellows
▪▪ Career Coaches
▪▪ Alumni Network
▪▪ Career Education (workshops, panels, groups)
80. Is there anything not covered in this survey that
you would like to elaborate on regarding your CBS
experience?
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