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View from a Privileged
White Man
By: Shane Batt

Hi! I’m Shane, the founder and CEO of
JourneyHero. I’m a 58 year-old Caucasian male
who had a long and successful career as an
executive of a multi-national corporation before
quitting to start JourneyHero. This morning I
awoke to read the Statista Chart of the Day:

Source: Statista - https://www.statista.com/chart/11667/the-long-roadto-gender-equality/

This chart angers and dismays in equal
measure. We’ve all suffered from the Covid-19
Pandemic but I struggle to understand why, in
a liberal society, we should allow women to

suffer at a greater rate than men. There may
be apologists who claim that liberal societies
have made great strides and that these
worldwide figures indicate that things are
worsening at a greater rate in traditionally male
dominated cultures. I seriously doubt that this
is the case. I think this is a worldwide
phenomenon that has worsened in the past
year at what is probably an equal rate.
You may ask, “Why does this bother you? You
are a beneficiary of white male privilege.” This
is true, but the fact that I held little concern for
gender and racial equality when I was in my
previous corporate career does not excuse me
from making amends where I can when we
founded JourneyHero.
I’ll relate a personal episode that explains my
views. Toward the end of my corporate career,
one of my senior female colleagues and I were
on a business trip together. Over dinner the
night before leaving, my colleague mentioned
that she was thinking of quitting her job to
handle some family issues. I was surprised
because she was holding a very important
Senior Vice President role and the company
needed her years of experience and sharp
skills. As we discussed the situation, I found
out that some of her concerns were related to
compensation – she just didn’t make enough to
address all of the family matters that she was
facing. I was shocked. I knew my own salary
(which was high) and I assumed hers was as
well. While we were both conditioned not to
discuss salaries, we exchanged confidences and
I was shocked to find that she made about half
of my salary.

This was even more of a concern for me
because I had a commission package that
generally produced a substantial multiple of
my salary. Meaning that my female colleague,
who held the same title as me in the
corporation, was making a fraction of my
compensation despite having a job with
incredible responsibilities and pressures.

I discussed the matter with some of my male
colleagues and all sorts of excuses were
offered. I was told that my role was more
valuable than my female colleague’s. I found
that hard to believe. I was then told that she
had a job that didn’t require very much travel
and my salary reflected that I was a “road
warrior”. I countered with, “Yes, but I’m also
paid commissions that are a big incentive for
me to travel.” I was further informed that I
had unique skills that meant that the company
needed to pay me more to retain me. As
flattering as that sounds, this also reeked of
being untrue. The fact was, I was paid twice
as much as a female colleague and the reason
was, at least in part, because I am a white
male. I ultimately quit my job with the
corporation but I cannot claim that the reason
was because I was concerned about gender
inequality. That would be untrue.
When we founded JourneyHero, however, we
decided to start out properly and do our part
to right a traditional wrong. Since we were
investing our own money, we knew we could
make the decisions that we thought were
right. From the beginning, we decided to
address the matter of diversity. We didn’t
focus solely on gender diversity, however, we
look at diversity broadly. This means we are
concerned about racial diversity, cultural
diversity, religious diversity, political diversity,

sexual orientation diversity as well as gender
diversity. We believe that this is “good
business” because we are creating a
technology that we hope will be used
worldwide, so we believe our team
composition should mirror our ambitions.
Gender diversity, has to be under sharp focus.
Technology companies almost always have
fewer women than men. This is even truer in
the senior roles as women often drop out
because of glass ceilings. The male dominated
tech companies claim that women drop out to
have families and they opt out of senior roles.
This is rubbish, of course. We believe that
women drop out of tech jobs for many
reasons but one of those reasons is a
frustration with the limits that are imposed on
their careers compared to their male
colleagues.

Gender diversity is not about ensuring that
more women than men are hired. Since there
are more entry-level roles than leadership
roles in any company, a simple gender hiring
policy may produce a majority of female
employees while still being male-dominated at
the top of the organisation. This is not an easy
problem to solve but it that does not excuse
us from attempting to solve it.
At JourneyHero, we have mandated gender
diversity into our hiring practices. At all levels,
women must be equally represented or more.
That means we must have equal or more
women in non-leadership roles, at leadership
levels and also on the Board of Directors. I am

pleased to report that we measure this every
month and we take corrective action to ensure
that our standards are maintained. This
means we often have hard conversations with
hiring managers like, “Is there a qualified
female candidate for this role and, if not, why
not?” We are a start-up, so we are growing
very rapidly. High growth does not mean we
relax our standards, however. Gender
diversity is part of our DNA as a company.

years! We all have mothers, even if there was
no other females in our life. We owe it to
women everywhere to break the paradigm of
gender inequality. If we don’t do so for
ourselves, we should do so in consideration of
our mothers, wives, sisters, daughters and
female friends everywhere.

Thanks for reading this blog.
Warm regards,
--Shane

Hiring is not the only place where we promote
gender diversity. Based upon my own past
experience, we are quite open that everyone’s
salary at a particular level is exactly the same.
Since women have traditionally been
negatively impacted by salary differences, we
think having this commitment of equal pay for
equal work is important – even if it breaks a
taboo about discussing salaries. It also means
that we need to pay a little more than our
competitors but the we think this difference is
minimal and will ultimately give us a stronger
and more loyal team. We also have a bonus
program with published, clear and measurable
Key Performance Indicators that mean that
the best performing employees, regardless of
gender make the most total compensation.

I did not write this article to be lauded for my
position. I’ve written this to remind others, as
well as myself, that we don’t have to accept
gender inequality. As executives and as
business owners, we can eliminate gender
inequality in a lot more than the expected 136

