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Dare We Say the “Q” Word?Dare We Say the “Q” Word?Dare We Say the “Q” Word?Dare We Say the “Q” Word?Dare We Say the “Q” Word?
By Dr. Pat Heim

I would like to talk to you about hiring quotas. I
have not been a fan of them my entire working
life, but that may be changing. Let me explain
my rationale and then I would like you to give
me your two cents.

My first job in business was with an aerospace
company. Because the primary customer was the
government 10% of employees working on the
government projects (all the work) had to be

women or minorities. Did the managers fill the ranks with competent,
stellar minorities and females? No. The way management saw it, 10% of
employment slots were turned over to the first minority or woman who
arrived for an interview and could chew gum and walk — even better if
the interviewee was a minority woman — you got double credit.
Competency was never on the radar screen for consideration.

This new hire was not expected to contribute, was not part of the team
and in fact was often put in an office (pre-cubical) with only a desk, no
phone (who were they going to call?) and no file cabinet (what were
they going to file?).

It didn’t take long for the new hire to catch on to their outsider status
and they became VERY CRANKY. This reinforced opinions about “those

people” being difficult. What a mess. I decided quotas were not the way
to go.

Around this time, early 80s, Affirmative Action became more common
and women as well as minorities were hired on a regular basis. This was
not forced but it was expected. Women began to fill the employment and
management pipeline. I was hopeful.

And then in the late 80s, as some of those women hit middle-manage-
ment they began to leave. The pattern was consistent. In their exit
interviews these women stated they were leaving to stay with their
families. In reality, they either started their own businesses (as I did, yes,
I was one of the fed-up) or chose re-employment with the competition.

Throughout the 90s male senior executives quite proudly pointed to the
number of women in their middle management ranks. I would point
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While delivering many
sessions this year to
Executive teams, I’ve
heard an interesting
comment over and
over again. As I begin
my work with them, I
typically ask for the
gender representation

of  a group. More often than not, at these
very senior levels, I find the women are
represented in smaller numbers.

What’s been interesting is that when I ask for
this information, the woman who is provid-
ing me with the gender ratio will often say
something like “but she doesn’t count, she
acts just like a man”. I’ve thought about this
a lot and I think there are several possibilities
that could be playing out here:

Both men and women judge women by
women’s rules. So, if  a woman is leading in
a way that men typically do, both men and
women will notice that and it often will
not seem right to them.
Women operate under the Power Dead-
Even Rule [where power is shared and no
one is above or below in regard to power].
That is, women tend to disapprove when a
woman exhibits more power and will
often respond negatively toward a woman
in a senior level position.

Both men and women have a natural core
of  strengths. We know from the research
that men and women tend to fall in the
middle of  the bell curve on certain
tendencies and behaviors. Because there
are two tails to every bell curve, not
every man and every woman are
representative of the middle
of  the bell curve. If  this
woman’s natural
tendencies do not
fall in the middle
of the bell
curve, she may
behave in a way
that is completely natural for her and that
may not be appreciated by women who
tend to fall more inside the middle of the
bell curve.
It is possible, however, that women in
these senior positions, have learned to
behave more like men in order to be
successful inside the organizational culture
[which defines what a leader looks/sounds
like]. This means that the woman has had
to exert an abundance of physiological
energy into Flexing Her Style [the 2nd level
of options we discuss in GenderSpeak].
This can be extremely difficult to do, let
alone sustain over long periods of time.

A fundamental goal of  our group, and the
work we do, is to help organizations
understand both sets of tools available in the

Leak in your Talent Pipeline?Leak in your Talent Pipeline?Leak in your Talent Pipeline?Leak in your Talent Pipeline?Leak in your Talent Pipeline?
By Tammy Hughes

male and
female cultures so that
people can operate out
of their natural
strengths.

If your organization
hires people who are diverse,

and shortly thereafter they realize
that they must behave in a certain way
because that is the only acceptable way to
lead, then people will be forced to abandon
their natural strengths and behave in a way
that’s not comfortable for them. Doing
this on occasion makes sense. Doing this
all the time sacrifices the very diversity you
hired. You might even be forcing people to
consistently behave like the other gender in
order to be successful. If your employees
are forced to flex their style continually,
you’re probably not getting the best
contribution out of them and you will
often find a leak develops in your talent
pipeline.

By the way, this scenario could be the
parallel opposite. However, I have never
heard the comment when asking about the
gender ratio of a group “but he doesn’t
count, he acts just like a woman”. 
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out how they had never had any women in
senior management in their company history.
The chorus of senior management would reply
“they are in the pipeline.” For 20 years I have
been pointing out to companies their pipelines
are leaking badly, consistently, everywhere.

Then these men in senior management would
point to the exit interview “Well, what are we to
do — they go home to be with their babies?”

But companies that really care to find out the
truth have done “regretted-loss” studies of
women who have left — who they wished had
stayed. Although these women stated “family”
as their reason in the exit interview, these
studies find two years later they were self-
employed or were working for the competition.
When these women were asked why they were
not more forthcoming in the exit interview
consistently they said they did not want to
“burn bridges”.

So why do these women leave? In my experi-
ence interviewing hundreds of them it is not
one or 10 big things but rather 1000 little cuts:

male peers spend less time in grade
male peers are promoted on potential,
women are promoted on proven track
record
the tone of meetings is combative not
collaborative
the language of men is perceived as strong,
women’s language weak
men’s directive management style preferred,
women’s collaborative style wimpy

There are thousands of ways that men and
women do work differently. Not right or wrong
or good or bad, just differently. But if you are a
woman and a male senior executive is judging
you there is a good chance he will judge you
by his standards and you will be found
wanting. How long do you fight if you have
other options? “Vanessa’s” Case

The percent of women in management in the
US in 1995 was 48% in 2009 it was 51% —
parity and holding. The number of officer
positions for women in US Fortune 500
Corporations in 1995 was 8.7% in 2009 it was
15.7%. But nothing has changed since 2002
when it was 15.7%. The same is true with
board seats with 9.6% in 1995 and 15.2% in
2009 with 14.7% in 2005. http://
www.catalyst.org/publication/206/
women-in-us-management

This pipeline strategy is not working at the
senior levels.

One company in the world has taken on the
challenge to change the course of this problem.
In the spring of 2010 Deutsche Telekom
announced that by 2015, 30% of their senior
and middle management positions worldwide
would be filled by women — and they called it
a quota. Currently women fill 12% of those
positions; there are no women on their 8
member executive committee and only 3
among the 20 director advisory board.
Deutsche Telekom is BIG with 15,000
management positions. Their CEO René
Obermann explained “Having a greater
number of women at the top will quite simply
enable us to operate better. Taking on more
women in management positions is not about
the enforcement of misconstrued egalitarian-
ism. It is a matter of social fairness and a
categorical necessity for our success.”

Will the Deutsche Telekom experiment work?
Will having women present change the tone
and cause women who would have left to feel
more comfortable? Or will having quotas cause
rancor and resentment across the gender
divide? I’ve seen the problems quotas cause but
I also know that 2 decades of waiting for the
pipeline to produce women at the top is a
fantasy. What do you think should be done? I
would like to start a dialog about the solution.
Here is the place to add your opinion. Is it
quotas? Stick with the leaky pipeline? Or do you
have other ideas?

Right now what Deutsche Telekom is doing is
a grand experiment and I am deeply honored
to say they have asked the Heim Group to work
with them in making this transition. I can’t
wait.

Now I'm ready for your two cents...

“Vanessa’s” Case“Vanessa’s” Case“Vanessa’s” Case“Vanessa’s” Case“Vanessa’s” Case
I was asked to be the keynote speaker for the
launch of a women’s network within a large
pharmaceutical company. Before I spoke there
was a luncheon hosted by the sponsor of the
women’s network, the company CFO. Also at
the luncheon were the women who had
coordinated this conference at the company
headquarters and the direct reports of the CFO,
all white men.

During the lunch, as I sat next to the CFO, he
mentioned to me that his right-hand person

had recently quit. “Well, she was my left hand
too. I would do anything to get her back. If you
can help me figure out how to have her come
back to work I would be extremely grateful.” I
asked why she left and he said:

“To stay home with her 13-year-old daughter.”

Now I didn’t know this woman, in fact I had
never been to this company before. But I did
know that this woman, “Vanessa”, did not
leave to stay home with her 13-year-old
daughter.

The women at the luncheon heard us talking
about “Vanessa” and began to lament her loss.
“She was our leader, she was our heart, she
was our soul. And now she’s gone. We miss her
so much” and on they went in this vein. And
on and on.

The financial men got in on the act talking
about how important she was as a member of
the team, how much they depended on her to
solve problems, how she worked across areas in
ways to prevent problems, etc.

Now this whole room now is bemoaning the
departure of “Vanessa” — and it is noisy. The
CFO mentions to me that “Vanessa” has been
invited to this conference since she was the
Women's Network founder. I ask if I could
arrange to meet with her.

Later when I was introduced to “Vanessa” I
found an empty office and drug her in there. I
explained that I would like to ask a few
questions, so that I could understand the bigger
picture of women at work. She was willing. First
I asked why she left. She gave me a litany of
issues the primary ones had to do with not
being taken seriously by the CFO. When she
tried to talk to him about them he dismissed her
(or at least she felt dismissed). At times she felt
like an outsider with her jock male coworkers
but she probably could have handled these if
the CFO had been in her corner. Her plans now
were to become self-employed in the financial
realm. None of this had to do with her 13-year-
old daughter.

This case is typical. A successful woman in
middle management has had enough of the
male system, feels unable to do anything about
it, has options, leaves, but doesn’t want to burn
bridges.

And the CFO does not have an opportunity to
learn. 

Dr. Pat Heim continued
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BULLIES @ WORKBULLIES @ WORKBULLIES @ WORKBULLIES @ WORKBULLIES @ WORK
By Dr. Susan Murphy

Bullying isn’t just in
Middle School.
Bullying is occurring
in the workplace at an
accelerating pace.

Sometimes it’s overt -
other times it’s covert.
Bullies can be

aggressive in overt ways by raising their voices,
name-calling, or shoving their victims. Or
they can be indirectly aggressive behav-
ing as saboteurs, gossips, or snipers. It’s
the second type, the indirectly aggressive
bullies, who are flourishing now.

Desire for power triggers bullying. In our
book, In the Company of Women, Pat
and I predicted that as women gain more
power, there will be more bullying in the
workplace. An international study found
that although they believe the glass ceiling
is disappearing, Millennials / Gen Y identify
a key workplace issue as women clashing
with women because of rivalry. Power
affects relationships among co-workers, and
co-workers with low self-esteem are the most
likely to sabotage others.

Teambuilding is needed more than ever.
Recent bullying situations I’ve witnessed

include four members of a department going to
lunch daily and excluding the 5th member,
one colleague refusing to speak to another for

What can we do to halt this bullying behavior?

Look for signs of aggression - direct and
indirect - in yourself and others
Identify what could be driving this
behavior. Could it be low self-esteem?
Increased power or visibility that has been
gained or could be gained?
Learn conflict management techniques and
share these with others. Learn how to
confront bullies and how to intervene when
others are being bullied.
Develop a Team Code of Conduct with your
team members including:  “Speak in
positive terms about each other. Resolve
any real or potential conflict. Take
concerns, questions, and complaints
directly to the person most closely involved,
giving that person the opportunity to reflect
and respond. Next, involve management, if
needed.”
If you are the boss, stop this behavior in
your department. Notify the bully that you
will not tolerate this behavior. It hurts the
team.
At home, do not talk negatively about
others. Our kids mimic our behavior.

Bullying can inflict irreparable harm to
individual team members as well as the
morale and productivity of the organization.
Let’s end it. 

Male Mentor vsMale Mentor vsMale Mentor vsMale Mentor vsMale Mentor vs
Female Mentor:Female Mentor:Female Mentor:Female Mentor:Female Mentor:
Which Is Best?Which Is Best?Which Is Best?Which Is Best?Which Is Best?

by Connie Glaser

Traveling around the
country and speaking
to corporations on
women’s leadership
and gender diversity,
I’m inevitably asked
about the connection
between having a

mentor and career success. There is no
question that the benefits of having a mentor
are legion. Mentors can provide sponsorship,
guidance, and feedback, as well as create
unique learning opportunities for you. They
can serve as sounding boards, role models, and
confidantes. Mentors are also there to counsel,

challenge, and encourage you to reach your
full potential.

The next question that predictably comes up is:
“When looking for a mentor, does gender
matter?” The research suggests that it does,
and that your choice should depend on what
you’re looking for in the
relationship.

Female mentors appear to be
better role models, but male
mentors may be better at leading
the way to the top of the corporate
ladder. That’s the conclusion of a
Pennsylvania State University study
that involved 200 mentees - all
graduate students, ranging in age from
20 to 57.

In essence, women tend to excel at offering
personal support, friendship, counseling, and
role modeling. With women guiding you, it’s

often more about commitment and chemistry
with the emphasis on personal growth and
development, rather than about promotions.

an entire year, slandering a colleague by
spreading lies on Facebook, and encouraging
several department members to boycott a
teambuilding session.
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Skunk Works in the R&D DepartmentSkunk Works in the R&D DepartmentSkunk Works in the R&D DepartmentSkunk Works in the R&D DepartmentSkunk Works in the R&D Department
By Serge Lashutka

Recently we conducted a GenderSpeak workshop for the
R&D department of a global company. The leader who is a
man was concerned that of his 60 research scientists only 4
were female. Interestingly, the group is culturally diverse in
that many of the researchers were born and raised in other
countries. However, retention of females is a problem in his
department. Just a few months ago yet another successful
female scientist had left.

The leader was struggling to understand what was going on within the culture of his
department that may be detrimental to retaining females. He had no clear ideas or
answers. Over the years while recruiting post-graduate scientists, he had seen the
numbers of females were steadily increasing. In fact, in some of the key technical areas
females now compose 60% of all graduates.

He was concerned that a poor track record in retaining talented females could develop
into a poor reputation for the R&D department – and the company. If this happened,
his ability to recruit the best talent could be very severely damaged in the future. He
had talked to a R&D leader from another industry about his concern, and he had
been referred to the Heim Group.

GenderGenderGenderGenderGenderSpeakSpeakSpeakSpeakSpeak
On the day we delivered GenderSpeak, we had lunch with the female researchers
in the department. These were bright, energetic and ambitious scientists who were
working on important projects for the company. We talked about the importance of
having patents in your name to advance a career in R&D and the changing gender
balance in graduate science programs.

While there were a range of views of the importance of patents, one of the scientists
bluntly stated she had set a personal goal to have 100 patents by a certain age. She
was very excited about the opportunity and the challenge. As she saw it, patents gave
you freedom to new opportunities. Otherwise, you were going to be left assisting others
on their projects.

Needless to say, our one day GenderSpeak workshop did not miraculously cure all
the problems in this department. It did succeed in creating new awareness and
knowledge as well as develop individual skills among the participants. But the
underlying organizational and cultural issues related to retaining female scientists
hadn’t been identified or addressed.

By nature, female mentors tend to be warmer
and more approachable, as well as more
willing to share pieces of themselves. Generally,
female mentors are also better at offering
advice on bridging the divide that often exists
between men and women in the workplace.
After all, they’ve been in the trenches; they
know how to play the game.

With female mentors, there is usually no
danger of sexual harassment or sexual
undercurrents in the relationship. And while in
many organizations women may not have the
same clout to sponsor their mentees for key
committee appointments or projects, you can
generally count on more bonding, nurturing,
and confidence-building with a female
mentor.

The male advantage? In terms of career
development - which involves functions such
as sponsorship, protection, providing challeng-
ing assignments, exposure, and visibility - both
male and female mentees in the Penn State
study said they received greater assistance from
male mentors. Study authors John S. Sosik and
Veronica Godshalk agree that much of this
might be associated with stereotypes of men
and women in the corporate world as, “both
men and women perceive men as possessing
more and different forms of power than
women.”

In fact, in their study, male mentors emerged
especially effective at helping female mentees. It
was also noted that male mentors can help
female mentees overcome discriminatory
barriers in place at traditional organizations.
They may also be better positioned to make
critical introductions for you.

In many surveys, however, a mentor’s gender
is not an issue. More important is that the
chemistry works and that you and your mentor
work well together toward achieving the same
goals. 

Connie Glasser continued

continued on next page
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The Skunk Works Career EngineThe Skunk Works Career EngineThe Skunk Works Career EngineThe Skunk Works Career EngineThe Skunk Works Career Engine
As a follow-up to our workshop, the R&D
leader requested that our team review the
performance evaluation competencies they
were using and documents on their career
ladder structure. We reviewed the list of
competencies to see if they favored one gender’s
preferences over the other. Overall the list
looked generally good.

The career ladder documents looked fine as a
structure. There were clear roles and responsi-
bilities, clarity of performance expectations for
each level, what specific performance is
required for promotion and what specific
outcomes will be rewarded. The metrics
appeared to be quantifiable and measurable.

However, what we could not assess from this
review of documents is the actual process used
within this structure.

By design every researcher was to spend about
85% of their time working on small project
teams whose focus was on bringing innovative
ideas into profitable production. These project
teams were at times long 2 to 3 year commit-
ments that may involve as few as 2 or 3
researchers. Assignments and performance
evaluation was a key role of the department’s
leadership.

In addition, this R&D department allowed
every researcher to spend 15% of their time
working on their own “skunk-works”
research. This is where individuals pursue their
own innovative ideas and test them. If the
results are promising, the research could gain
support and developing into its own project
earning the scientist a chance at a patent and
professional prestige.

In order to be promoted and rewarded, these
new ideas must lead to new patents, new
processes, new products that are brought
profitably to market. Profitable innovation is
the goal. This is the real engine that drives
successful careers and wins promotions in this
R&D department.

Looking at the documents and our informal
interviews at lunch, it wasn’t clear to us if the
skunk works process was explicit with clearly
defined steps or much more implicit and
informal. Nor did the documents describe the
desired group culture – what competitive or
collaborative behaviors were valued and
rewarded.

Gender Differences in Negotiations

As I thought about this R&D department, the
extensive research conducted by economist
Linda Babcock at Carnegie Mellon and her
colleagues on gender differences in negotia-
tions kept coming to mind.1.

This research indicates that men and women
approach negotiation situations very differently
and posses different preferences in how to
negotiate. In one study of initial starting
salaries, men had negotiated for a higher
salary 8 times more often than women, even
though both men and women were exposed to
negotiation training.

In an experimental study, men and women
were asked to perform a task four times and
were told they would be paid a range of $3 to
$10 at the end. After the task was completed the
experimenter then handed him or her $3 and
said, “Here is $3. Is $3 OK?”  Only when asked
directly for “more” did the experimenter pay
$10. While both men and women complained
equally about the $3, the male subjects asked 7
times more often than the female subjects for
“more”. The males got the $10 seven times
more often just by asking for it.

Working with another R&D function in a
different industry that was also male domi-
nated we had seen a similar dynamic where
the research process was highly competitive
and aggressive. A key funding committee was
composed of 12 men and 1 woman. This was
a disadvantage for the women researchers,
who also were leaving that company. Was that
happening here?

Was it possible that the women in this R&D
department did not know or feel as comfortable
as the men in negotiating within the current
“skunk work” process and culture?  Did the
current process favor male preferences for
negotiation at the expense of the women?

If the skunk-work process is highly informal
and not very explicit, this would be a major
problem for those who are trying to learn how
to work within it – particularly if they have
different preferences on how to negotiate than
the dominate culture.

Management Review Questions

Our general question became “How does a
new scientist in this R&D department learn to
play this particular skunk works game?”  We
were curious about how the skunk works

process actually works versus how it was
designed to work.

Our questions focused on the skunk works as a
social process – not a scientific one. Some of
the questions we suggested our client explore
with his leadership team were…

How do skunk-work opportunities for
invention come to individual researchers?
Are there formal meetings with operations,
finance, marketing people where these are
discussed? Or is it expected that researchers
ought to network with other functions to
identify opportunities?
Are these opportunities prioritized by
financial impact?  Who can attend these
meetings or see this information?
What conflicts arise in the skunk work
process and how are these resolved? Can two
researchers choose to work independently
on the same opportunity?
What is the research culture like? Is there a
spirit of competition, exclusivity and secrecy?
Or is there a spirit of high collaboration,
partnering and openness? What behaviors
are really getting rewarded?
Are there decision points for funding skunk
works efforts? How and who makes funding
decisions? On what basis?
We wondered if a researcher needs to gain
the support of his or her colleagues during
the skunk works process in order to be
successful or advance his/her project. Can a
researcher withhold their expertise to a
requesting colleague? How do researchers
show their support or lack of support for a
colleague’s request or idea? What behaviors
are actually allowed and rewarded?

Now with GenderSpeak as a foundation for
future conversations within this R&D depart-
ment and its leadership, these questions and
an understanding of gender differences in
negotiation can help this leader and depart-
ment move forward on their retention issue.

Identifying and changing where the
department’s informal skunk works processes
and culture may be contributing to creating a
climate where women aren’t willing to play
can now begin. 

1. Linda Babcock and Sara Laschever, Women
Don’t Ask: Negotiation and the Gender Divide.
Princeton University Press, 2003.

Serge Lashutka continued
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on teams and it is easy to see how beneficial,
even vital face-to-face communication can be
to the success and productivity of the team, not
to mention the individual team members!

Rockmann and Northcraft propose that
employees schedule some time for getting
together periodically rather than lean solely on
digital communication as these times help
“recharge” the relationship.

The results of these studies underline how
important it is that men and women learn to
communicate well, and also highlight the
importance of the GenderSpeak Work-
shop, since understanding the different ways
men and women communicate can only help
“shore up” our work and professional
relationships.

Knowing where people are coming from
culturally, can help us understand each
other better in our “lean communication”
times and help us “recharge” more effectively
when we get that very necessary “face time”!

From Diversity to InclusionFrom Diversity to InclusionFrom Diversity to InclusionFrom Diversity to InclusionFrom Diversity to Inclusion
By Isabelle Pujol

I am often challenged by managers about the
fact that the diversity topic is perceived as the
“fashion of the month” and everyone is
overusing it! I simply believe that organisation
and certainly senior managers understand that
valuing diversity in the workplace by creating an
inclusive working environment is more than just
a nice thing to do but a real business imperative.
When you want to build inclusion, you must
carefully look at reviewing all people manage-

ment processes (recruitment, promotion, evaluation etc.) in a way that is
bias free. So there is a rigorous work to be done to ensure meritocracy. At
the same time, managers and employees must be aware of their own
biases and behaviours as exclusion is most of time the result of ignorance.
All should strengthen their inclusive behaviours. It is indeed a personal
responsibility but at the same time it should be clearly stated as a key
leadership competency which needs to be recognised and rewarded by the
company.

I was among the first European diversity & inclusion managers as I
started to focus on the topic in 1994 in a global organisation. I have
talked to many companies and run numerous benchmarking with high
performing companies. Five key insights have emerged from that
experience: 1) the diversity & inclusion strategy should be led by the CEO
of the organisation. It is a real business issue. Without a visible commit-
ment from the top, the D&I strategy becomes just a nice initiative. 2) It is a
long-term journey: the change doesn’t happen overnight. Be patient. 3)

There is no miracle recipe. Each organisation must understand and
build their respective D&I business case and implement the strategy
accordingly. 4) Resources and budget are critical. Otherwise the
implementation is not sustainable. 5) An inclusive dialogue between the
top and the bottom of the organisation should take place. It must led by
the top but the top must also listen to the concerns raised at all levels of
the organisation.

But diversity means several things and can be defined by all the ways in
which individuals, teams and organizations are similar and different.
These can be visible and invisible and it is only when you value and
utilize these differences and similarities that you can create a platform
for creativity, innovation and problem solving. Gender therefore only
represents one of the diversity dimensions but certainly one of the
universal facets.

I have always been passionate by the gender diversity topic. I am
committed to support men and women in fulfilling their full potential
by understanding and valuing their respective differences. My aim is to
promote effective communication between men and women and
ultimately build inclusion. The experience of delivering GenderSpeak
workshops over the last 4 years in various organisations has been a
delight. At the end of each event, hearing male and female participants
sharing the insights they have discovered about themselves and about
the other gender has been really motivating. This is what gives me the
energy and the inspiration to continue building this dialogue. 

Lean Time and FaceLean Time and FaceLean Time and FaceLean Time and FaceLean Time and Face
Time CommunicationTime CommunicationTime CommunicationTime CommunicationTime Communication
By Jeanie Litteken

A friend of mine
recently sent an
article that appeared
in Time.com http://
www.time.com/time/
health/article/
0,8599,1998396,00.html
that discussed the
effect email & other
forms of digital

communication may be having on profes-
sional and personal relationships.

According to Duke Universtiy study, from 1985
to 2004, the percentage of people who said
there was no one with whom they discussed
important matters tripled to 25%; and overall
Americans had one-third fewer friends and
confidants than they did two decades ago.

Considering our engagement in email, texting,
Facebook, tweeting, etc, I thought the opposite

would be true. The communication is all so
fast and up to the minute one would think it
would breed closeness and understanding,
right?  It seems however, that the lack of face
- to - face communication chips away
at key elements necessary in building strong
relationships – empathy and trust.

Another study (Kevin Rockmann of George
Mason University and Gregory Northcraft of the
University of Illinois) focusing on workplace
collaboration reports that “lean communica-
tion” such as e-mail and even
videoconferencing lesson the amount of eye
contact and body posture which are elements
of  “… personal interaction needed to breed
trust… and trust is a necessary condition for
effective cooperation within a group.”  Being
able to see the level of engagement of another
breeds more trust.

Their findings come into sharper focus upon
examination of gender differences research,
which reveals that in general, women, as
compared to men, are particularly sensitive to
nonverbal communication. More than ever
before, men and women are working together

http://www.time.com/time/health/article/0,8599,1998396,00.html
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