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Persuasive Speech Outline
General-purpose: To persuade

Specific purpose: To persuade my audience that we should break the gender bias in the industry.

Central idea: To help people pursue their desired careers, respective industries should emphasize breaking the gender bias through supporting gender equality.

I. 
Introduction
A.  Attention Getter: According to a 2019 report by LeanIn.Org and McKinsey & Co, for every 100 men getting promotions up to the manager level, only 72 women have the same. Also, 62% of manager positions are held by men, while women hold only 38%. For years, the number of women in corporate America has been lower than that of men, and this is because women are not being given a fair chance.
B. Controversy and Significant Statement: While most women continue to face inequalities in their workplaces, gender diversity has proven to be beneficial in advancing business to a global level.


C. Credibility statement:
D. Thesis: Although hiring more women is sometimes perceived as profiting them at the expense of others, reducing gender bias in companies provides a good working environment where all employees have a fair chance of competing for promotions and getting recognized. 
E. Preview Statement: To expand my idea, I will first highlight the current situation in our current companies and explain how organizational culture and structure contribute to gender inequality. I will then explain the effects of gender differences in a work setting. My last point will be strategies for reducing gender biasness in organizations.

II. 
Main Point 1:
A. Internal Preview: There are various explanations for gender inequalities in companies.
B. Gender diversity promotes organizational growth in various ways. First, having women in various leadership positions helps the organization reach new markets through serving customers and suppliers. Also, gender diversity promotes creativity and innovation, and hence organizational problems can be solved effectively. Another benefit is predicting creativity and adaptability to change. Therefore, companies need to strive to be gender diverse by hiring more women and promoting more to various leadership positions.
C. Gender discrimination could be explained by the inherent differences between the ambitions and abilities of men and women. For instance, statistics show that women are reluctant to get a promotion or pay raise compared to their male counterparts. Some scientists suggest that evolutionary and biological differences cause competitiveness in men and acts of care in women. 
D. The next possible explanation for gender discrimination is that companies tend to favor male employees over female employees. Even though laws emphasize equal rights for male and female employees, organizational leaders tend to differ in their performance appraisals, expectations, and treatment of the female and male employees.

III.
 Main point 2:
A. Internal Preview: Gender discrimination affects female employees and the organization in several ways.
B. Gender inequality in leadership is critical as it affects the extent to which discrimination, supportive policies, and supportive diversity based on gender happen within an organization. Gender discrimination in leadership affects how women are perceived and treated by other members of the organization. Organizational structure also plays an important role in gender inequality. For instance, there are gender-excluded job ladders where women are placed in certain job positions. The gender-segregated networks hinder women from accessing job information, status, and upward mobility in the company. The organizational strategy entails the plans and methods of an organization that are aimed to achieve its goals, and it also can contribute to gender discrimination in an organization. For instance, there are companies where females must dress in a certain way to attract male clients. These are HR policies that place different standards for female and male employees. Organizational culture is based on the values of the company's founders, and some aspects of it can result in gender discrimination. In an organization that emphasizes meritocracy, employees may believe that men deserve superior positions while women deserve subordinate ones.
C. Stereotyping can also contribute to gender discrimination in the workplace. A person's membership in a certain group provides information about their status and abilities to perform various tasks. Organizational leaders have contrasting expectations for women's and men's competence and work performance. For instance, organizational decision-makers prefer to hire men for masculine tasks while female employees are hired for feminine tasks. Therefore, the more a job position is not consistent with attributes assigned to women, the more a female employee is perceived as not fitting that position. Since women are ascribed lower status while men are associated with higher position status, women tend to experience backlash whenever they pursue high-status job positions.

IV. 
Main point 3: The Solution
A. Internal Preview: Several ways have been put in place to reduce gender inequality in our organizations.
B. The first step to reduce gender discrimination is in hiring and training female employees and other underrepresented groups in the organization. 
C. There should be human resource policies that recognize organizational managers who choose diverse employees. Also, the company can integrate diversity-based methods in proportion and performance policies and reward managers to identify and mentor more female candidates to promote diverse talent. These HR policies should be supported by organizational processes, structure, strategy, climate, and leadership.  
D. Diversity initiatives in a business should be aligned with business strategies to achieve diversity. For instance, a company whose marketing strategy aims to reach diverse populations justifies a diverse workforce to serve potential customers better. Similarly, an organization that aims to innovate and expand justifies a corporate plan to increase diversity since diverse groups create more solutions. However, the success of these HR policies is dependent on support from organizational leaders.
E. There should be family-friendly HR policies which are important in relieving work-family conflicts. Some of the ways organizations can achieve this are by creating flexible working schedules, part-time work, telecommuting, and compressed workweeks. Other family-friendly policies include paid maternity leave, elderly care, and child care. With these HR policies, the organization will reduce stress for female employees and increase the employee retention of working mothers.However, enacting a flexible work arrangement HR policy can lead to further discrimination through sexism. Since white men are perceived as valuable, they might be granted flexible hours rather than women and underrepresented groups. To prevent this from happening, businesses should formalize HR policies to stipulate individuals eligible for these benefits. 
F. A family-friendly HR policy should be aligned with organizational structures and practices such as leadership, climate, culture, and strategy. Also, organizational leaders should show robust support for these family-friendly policies. This step can be achieved through communication, successive interactions, role modeling, and visibility with employees. The success of family-friendly programs relies on the simultaneous change in the organizational culture. Even though changing the culture of a business is challenging, organizational leaders can achieve the changes through leading by example. 
G. Another way to reduce gender inequities in the workplace is by developing community principles that govern the organization's activities. Some of them include treating people with respect, being respectful while critiquing people's ideas, respecting the organization's rules, and communicating openly.
V. 
Conclusion
A. Review: We have discussed gender discrimination as a complex phenomenon in HR practices that impact recruiting, training, paying, and promoting women.
B.  Call to Action: Despite doing all that it takes, such as getting degrees, joining the workforce, and competing for promotions at the same rate as men, women do not get the same opportunities as their male counterparts. To promote gender diversity in organizations, we need to understand the complexities of HR practices to reflect on organizational realities. There are no simple and direct solutions to curb gender discrimination in our organizations. However, we can focus on three main aspects of an organization to achieve gender diversity. One aspect is the HR policies and organizational processes, structures, and practices. Another aspect is HR enactment and decision-making, and the third one is organizational decision-makers. Modifying these three elements will reduce gender discrimination at work and facilitate the growth of the organization.
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