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Women make up about 47 per-
cent of the total workforce but 

only 30 percent of the manufacturing 
workforce. There are 15.8 million 
people employed in the manufactur-
ing industry, but only one in four 
manufacturing leaders is female. 
Women are more likely than men to 
leave manufacturing.

What gives? 
Certainly, manufacturing has a 

perception problem. Some think 
manufacturing is dirty, dangerous, 
and dull instead of the clean, safe, 
and high-tech industry it mostly is 
today. There are not many executive 
role models for women in manufac-
turing, so it’s difficult for some to 
imagine manufacturing careers 
beyond the factory floor. And even 
well-paid factory floor jobs come 
with their own issues of family-
friendly policies, promotion opportu-
nities, and pay equality.

Embracing Change
Here are some considerations for 

manufacturers and distributors seek-
ing to hire and promote top female 
talent: 

Start with STEM. Early exposure 
to science, technology, engineering, 
and math (STEM) education estab-
lishes interest and ability. STEM 
learning is not only fun—think 
chemistry experiments, computer 
coding, and robotics—it promotes 
critical thinking, creativity, team-
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work, and problem solving. 
According to the National Math + 

Science Initiative, more than 75 per-
cent of STEM workers are men, while 
nearly half of the total workforce is 
composed of women. Women and 
other minorities earn just 45 percent 
of undergraduate STEM degrees but 
represent nearly 70 percent of college 
students. 

For manufacturers and distribu-
tors seeking women in their 
employee ranks, it’s key to support 
STEM education in early childhood 
and beyond. Also recognize that 

younger women have grown up with 
technology but may not know the 
role technology plays in modern 
manufacturing. 

Look at pay. According to the 
Bureau of Labor Statistics, “women 
earn less, on average, than men in 
many manufacturing jobs. For exam-
ple, women supervisors of produc-
tion and operating workers earned, 
on average, 26.8 percent less than 
their male counterparts.”

Men are also more likely than 
women to hold the highest paying 
manufacturing jobs, according to a 
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Word to the Wise

How to Make the Most of Your Data

Over the years, manufacturers 
have invested heavily in data 

collection via IoT, radio frequency ID, 
robots, programmable logic, and 
human-machine interface, among 
other tools. These solutions are 
designed to help manufacturers col-
lect valuable information to increase 
insights and inform business deci-
sions.  

However, many manufacturing 
facilities still aren’t as fine-tuned as 
they should be, and executives are 
working hard to fully integrate leg-
acy and new systems. This scenario 
calls for strategic data management 
to monitor, analyze, and act upon  
the data.

Reap the Benefits 
Attending to your data collection 

and analysis will help your organiza-
tion reap the benefits of the informa-
tion you have at your fingertips. When 
you are aware of how you retrieve, 
sift, measure, analyze, and use your 
data, you can make better decisions 
based on what’s relevant. 

What you’re looking for is real-
time visibility into production; device 
histories, records, alarms, and notifi-
cations; advanced dashboards; and 
detailed reporting. But you need  
to collect and mine your data appro-
priately to turn it into useful infor-
mation. 

Give context. It’s hard to work in a 
vacuum, yet many employees in man-
ufacturing jobs aren’t aware of the big 
picture regarding business intelli-
gence. They are often left out when it 
comes to why they’re asked to per-
form certain tasks and therefore aren’t 
invested in the outcome.

Start with education. Be sure your 
workforce knows how the data they 
create will be used and why it’s  
valuable. 

The more you share about every-
one’s contribution to the “why,” the 
more your data collection and analy-
sis efforts will be appreciated and 
acted upon.

Get the right stuff. What do you 
want to know about your business 
and its operations? This is the place to 
start building a data strategy. There 
are certainly “must know” key perfor-
mance indicators (KPIs) that demand 
accurate data along with “nice to 
know” measurements. Hone what’s 
important and construct an informa-
tion flow that delivers the data you 
need.

For example, what are the top areas 
of improvement? Inventory manage-
ment? Production tracking? Equip-
ment maintenance? Quality assur-
ance? All these areas can benefit from 
better decision making informed by 
the right data.

Clean it up. Because many manu-
facturers and distributors are using 
legacy systems, a fair amount of 
inconsistent or incomplete data can 
sneak into the data flow. To address 
this problem, data profiling and gov-
ernance tools can automatically iden-
tify data gaps and inaccuracies. 

Data profiling is a way to sift 
through data to assess its quality and 
eliminate common errors. Data gov-
ernance includes processes and poli-
cies that ensure data quality, privacy, 
and security and defines the roles 
and responsibilities related to your 

company’s data. 
Make it work. There’s no value in 

properly collecting good, scrubbed 
data if it doesn’t provide valuable, 
actionable information. Actionable 
data means it is presented in a way 
that facilitates decision making. This 
is where automation comes in—to 
ensure that your raw data is presented 
in an intelligent way that the right 
people can access and understand. 

Getting to this point may require 
the help of data analysts and pro-
grammers to arrive at a clear and 
meaningful dashboard that allows 
rapid insights for key stakeholders. 

Start Small
Committing to a data project can 

be daunting. Rather than tackling all 
the company’s data sources and pro-
cesses simultaneously, business data 
experts suggest prioritizing data proj-
ects and starting small. 

The goal should be to improve and 
de-silo data collection and analysis 
efforts to gain staff buy in and refine 
lessons learned. Once you’ve had suc-
cess in this area, you can expand 
your efforts.

Many of our clients are working on data-
related projects. Let us share best practices 
with you. 
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Diversity in the Workforce 

Women in Manufacturing... 

recent study “Factory Flaw: The 
Attrition and Retention of Women in 
Manufacturing.” For example, 
women account for more than half of 
low-paying manufacturing jobs, such 
as textile jobs, which pay less than 
$20 per hour, but only 17 percent of 
jobs in the highest paying manufac-
turing jobs, such as petroleum and 
coal, which pay about $43 per hour. 

Manufacturing executives are wise 
to examine any gender pay gaps in 
their own organizations, not only to 
avoid equal pay claims but also to 
position themselves for competitive 
hiring. A recent study by SHRM indi-
cates that 58 percent of organizations 
voluntarily conduct pay equity 
reviews, and of those, 83 percent 
adjust employee pay to achieve gender 
pay parity. 

To start this process, check industry 
resources for pay benchmarks, or con-
duct a pay audit of your own. Another 
idea is to avoid tying current pay to 
past salary history because women are 
historically underpaid relative to men.

Address harassment. A difficult 
subject in every workplace, harass-
ment of women in manufacturing is 
notable, according to “Factory Flaw.” 
Among the women surveyed, 68.2 
percent of women of color, and 62.6 
percent of white women reported 
experiencing some form of harass-
ment in the workplace. A 10-year 
study by the Center for American 
Progress (CAP) points to EEOC data 
suggesting that manufacturing had 
the third highest number of com-
plaints for sexual harassment in the 
workplace. 

The CAP study identifies several 
factors that contribute to this statistic: 
isolated workplaces, a culture of 
silence, lack of sensitivity, and limited 
accountability. 

Executives must tackle this issue 
by implementing and enforcing clear 
anti-harassment policies, creating 
meaningful complaint procedures, 
and conducting harassment training 
programs.

Offer role models. With only one-
quarter of manufacturing leadership 
roles filled by women, industry role 
models can be hard to find. That’s 
why many companies tap into pro-
fessional organizations such as 
Women in Manufacturing and the 
Society of Women Engineers for 
mentoring and career development. 

Industry groups can help organize 
opportunities for women to showcase 
their skills in events such as design 
competitions and hackathons, giving 
younger women a chance to see expe-
rienced workers in action. Experi-
enced female manufacturing workers 
can also serve as a resource for 
women seeking input in college 
choices or technical career training. 

Female manufacturing executives 
Shannon Karels and Kathy Miller, 
authors of the book “Steel Toes and 
Stilettos,” say that they strive to be 
role models for female colleagues 
who are juggling children, two-
career families, and intense careers. 
“I feel that as women, we deserve a 
seat at the table, not because we are 
women, but because we work hard,” 
says Karels. “Everyone has some-
thing to offer,” says Miller.

Adjust policies. As the Harvard 
Business Review reported last year, 
“The U.S. is the only industrialized 
country without a national paid 
maternity leave policy and one of 
only six Organisation for Economic 
Co-operation and Development 
(OECD) countries without paid leave 
for fathers.” Yet, providing paid fam-
ily leave to employees can make a 
difference in recruiting employees, 
particularly women. 

But because manufacturing and 
distribution companies count on 
employees physically being at work, 
even implementing unpaid Family 
Medical Leave Act (FMLA) leave can 
be difficult to manage. 

To effectively work around this 
issue, companies can promote consis-
tency by implementing—and care-
fully following—leave policies so that 

Continued from page 1

requested leaves are less disruptive 
to production. Comprehensive poli-
cies, forms, and procedures ensure 
that everyone understands how leave 
(paid or unpaid) works. For FMLA 
leave, it’s important to review and 
follow up on medical certifications. 
It’s also reasonable to ask employees 
to schedule medical appointments at 
the operationally least disruptive 
times of day or days of the week. 

But keep in mind that flexibility 
goes a long way to keeping employ-
ees satisfied, productive, and feeling 
cared for. It’s a difficult balance but 
worthy of thought for retention of a 
diverse workforce.

Digging In
It can be challenging to be objec-

tive about your own company’s track 
record of hiring and retaining 
women. What changes can you make 
to afford women equal opportunities 
for long-term career success? With so 
much room for industry-wide 
growth, going beyond 30 percent in 
the manufacturing workplace is a 
worthy goal.

Our team is eager to help you think about 
how to attract and keep a diverse workforce. 
Let’s talk! 
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What’s happening in manufactur-
ing? 

Median age: According to SHRM, 
the median age of manufacturing 
workers is 44.2, and the median age 
of truckers is 46.4. As the workforce 
ages, replacing them will be chal-
lenging.

Job openings: The Bureau of 
Labor Statistics reports there were 
856,000 manufacturing job openings 
in December 2021. That same month, 
308,000 manufacturing workers left 
their jobs, and 433,000 people were 
hired in manufacturing jobs. The 
“quit rate” was higher in late 2021 
than earlier in the year and well 
above the 200,000 to 225,000 monthly 
average in the three years before  
the pandemic.

GDP contribution: Manufactur-
ing contributed $2.3 trillion to the U.S. 
GDP in the third quarter of 2021, and 
the U.S. economy grew 1.7 percent in 
the fourth quarter of 2021 (adjusting 
for inflation), according to the U.S. 
Commerce Department. 

Types of goods: The National 
Institute of Standards & Technology 
(NIST) reports that chemical manu-
facturing is the largest manufacturing 
subsector in the U.S., followed by com-
puter and electronic products and 
food, beverage, and tobacco products. 

Safety trends: Manufacturing 
fatalities, injuries, and the injury rate 
have trended downward since 2002. 
However, manufacturing remains 
near or at the top of the list of private 
industries reporting incidents of non-

fatal injuries—nearly 20 percent of the 
private industry total, says the CDC.

Technology: There were three mil-
lion industrial robots in place in man-
ufacturing facilities worldwide in 
2020—double the number in place in 
2014, according to the International 
Federation of Robotics. South Korea is 
the most “robot dense” country, with 
932 industrial robots per 10,000 work-
ers in 2020. The U.S. has just 255 
robots per 10,000 workers. 

U.S. contribution: NIST confirms 
that the U.S. is the world’s second 
largest manufacturer, accounting for 
16.6 percent of global manufacturing 
output, according to the United 
Nations. China is number one, pro-
ducing nearly 30 percent of global 
output. 

Manufacturing by the Numbers 


