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“If we sit back and we expect the industry to change without 
engaging, it’s not going to happen. It will go at the same pace 
it’s been going, if that. And we could actually see it backslide if 
we’re not careful. It takes an investment.” 

WORDS OF WISDOM:

“Words of Wisdom” are comments from participants in the AWESOME presentations and discussions — part of the “listening-based” 
record of the up-to-date thinking from senior supply chain women. 
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INTRODUCTION
Since Reality Check – Volume Two: What We Learned in Denver was released in 
April 2014, AWESOME discussions about women’s leadership have continued and 
the conversation has expanded to include more women in a wider range of supply 
chain roles. 

Like its predecessor, Reality Check – Volume One: What We Know Now – 
distributed in October 2013, Volume Two is a listening-based record of up-to-date 
thinking of leading women in the supply chain field. Their insights and observations 
focused primarily on identifying challenges women face in the supply chain, as 
well as exploring opportunities that are beginning to open up as awareness and 
circumstances change. 

Reality Check – Volume Three captures key comments and conclusions from the 
second annual AWESOME Symposium in May 2014.

One of the key qualities of AWESOME symposiums and other AWESOME events 
is the diverse backgrounds of panelists and participants. In addition to the varied 
experiences of women supply chain leaders who are involved, discussions also 
include men who have leadership roles in the supply chain and related fields and 
women whose successful careers are in other professions.

A second significant characteristic of the symposiums has been the honesty of the 
discussions. Panelists and participants see the AWESOME network and events as a 
“safe zone” for cutting through the chatter and getting to what’s “real.” People can 
speak without worrying about being quoted. For that reason, our Words of Wisdom 
are actual quotes but are not attributed to any particular speaker.

The tone of the second Symposium in May 2014 was more active, less passive. More 
about doing, not just about analyzing. The value of sharing common experiences is 
that other women may recognize circumstances they’ve faced – “I’m doing that, too” 
or “That happened to me” – and pick up new strategies for dealing with them.

It is difficult to imagine men “sharing” strategies. But they don’t have the same need. 
They have inherited certain advantages through the ways things have traditionally 
been done. But the supply chain field is in the process of transformation – and that 
makes learning essential.
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The Conversation Continues – 
 visit www.awesomeleaders.org

for more Insights, more Words of Wisdom,  
details about AWESOME events, and  
Spotlights on outstanding women leaders

Also, watch for Collective Wisdom 
from the 2014 CSCMP global conference 
where the track on Diversity and Inclusion was 
powered by AWESOME
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EXECUTIVE SUMMARY

Reality Check – Volume Three builds on the observations and insights from 
the previous two volumes and takes understanding a step further. These 
conclusions identify meaningful actions that can be taken by companies 
and women themselves to ensure that the supply chain profession is one 
where women are able to contribute, succeed, advance and reach their full 
potential.

Women are strongly encouraged to be the masters of their own 
advancement, using their own experiences and the wisdom of others to 
strengthen their leaderships skills and navigate the challenges that every 
leader – and especially a woman leader – is likely to face. 

Another key recommendation is to get others involved in changing the 
environment if it needs changing – to reach out to other women in various 
networks, to enlist the support of men who understand the business 
imperative of diversity, and to work within their own company to improve its 
culture. By these steps and with specific recommendations included in this 
report, the goal is to maximize the potential of individual women as supply 
chain leaders and to help the supply chain profession take a leadership role 
in advancing women. 

Key conclusions are organized into four sections:

• Women Managing and Driving Their Own Advancement

• Companies Moving Away from Bias and Toward Diversity

• Companies Creating Flexible, Family-Friendly Environments

• Women Helping Other Women
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“There’s never been a better time to be a supply chain 
leader, and there’s never been a better time to be an 
AWESOME woman. Women are problem solvers.  
Women are orchestrators. Women change the way 
things work. Women know the value of compromise.  
Women are interested in collaborating. Women 
are interested in helping each other. Women are 
transforming our industry.

We have work to do and there’s no limit to where we 
can go. So let’s get started.” 

– Ann Drake

WORDS OF WISDOM:
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Opening Remarks at 
AWESOME Symposium

Ann Drake, Founder of AWESOME
Chairman and CEO, DSC Logistics 

I’m very excited to welcome you all to the Second Annual AWESOME 
Symposium. Two years ago I never would have believed this gathering of 
leading supply chain women was a possibility. I didn’t even know there were 
enough of us in those roles to fill a booth in a coffee shop — much less a 
conference center. Last year we said this was the largest gathering of senior 
level women in the supply chain. And I’m happy to tell you this year we’re 
taking it to the next level.

Before we begin our first panel, I’d like to ask our 2014 AWESOME Advisors 
to stand. This group of 15 supply chain leaders was formed earlier this year, 
and they have provided inspiration and input into the focus and plans for 
AWESOME, including this symposium. 

Some of you are back, some of you are new. You’ve come from near and far 
— New York and Texas, California and Florida and many points in between. 
You represent a broad range of supply chain leadership roles. Each of you 
and, most importantly, all of us together are ready to transform the future of 
supply chain leadership.

So here we are…one year down the road. And what a year this has been!

Our AWESOME network of senior level women supply chain leaders has 
doubled in size since last year at this time.

Last year we joined forces with CSCMP to provide some terrific opportunities 
for networking and learning at the Global Conference in Denver.

We formed the group of 2014 Advisors that you just met.

Twice in the past year we’ve issued a “Reality Check,” which is a listening- 
based record of collective wisdom and up-to-date thinking of women supply 
chain leaders.

Within the past month, we launched our first official AWESOME website, 
awesomeleaders.org. I hope you’ll visit it soon and often.

continued on page 9
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That’s a tremendous amount to accomplish in one year but there’s even more 
to celebrate and more to build on. And it has to do with connections. First, 
let me say three words and you’ll understand how exciting these connections 
are: Jamaica, Mongolia, and Kuwait. While AWESOME was gaining 
momentum and building awareness in this country, women supply chain 
leaders in Jamaica, Mongolia and Kuwait have reached out to us.  We haven’t 
even worked on our global expansion yet and these women sense change is 
in the air and they want to be part of it. They are now part of our network.

Second, over the past year, AWESOME has received tremendous support 
and encouragement from men in our field, including this year’s panel of 
enlightened men and last year’s panel who contacted me to wish us well 
with this year’s symposium. You’ll be hearing from the enlightened men later 
this morning.

AWESOME was never about women instead of men – or women over men.  
It’s about changing the leadership landscape so outstanding women and men 
have the same opportunities and can work together to harness the full power 
of the supply chain.

The third major development I’d like to mention is that over the past year in 
my travels and at various summits and conferences, I’ve seen a tremendous 
swell of interest in all things related to transportation and infrastructure. This 
area, our area, has become one of the most pressing needs of our country.  
If we are to become competitive as a nation and if we are to maintain our 
leadership role and get stronger in the future, we have important work to do 
in transportation and infrastructure. And that means key leadership roles for 
the men and women who excel in our field.

There’s never been a better time to be a supply chain leader, and there’s 
never been a better time to be an AWESOME woman.  Women are 
problem solvers. Women are orchestrators. Women change the way things 
work. Women know the value of compromise. Women are interested in 
collaborating. Women are interested in helping each other. Women are 
transforming our industry.

Today, at this symposium, you’re going to hear all about that and more. We 
have work to do and there’s no limit to where we can go.  So let’s get started.

9





Section One:
Women Managing and Driving  

Their Own Advancement
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“Your comfort level may be being at the back of the 
room, because the table that’s not at center stage is 
a comfort zone. I encourage my team and women I 
mentor to absolutely take your seat at the table and 
then be willing to contribute.” 

WORDS OF WISDOM:

For more on this topic:

The Confidence Code, a book by Katty Kay and Claire Shipman, describes 
ways in which women experience a lack of confidence. The authors 
concluded, “Compared with men, women don’t consider themselves as 
ready for promotions, they predict they’ll do worse on tests, and they 
generally underestimate their abilities.” 
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Section One: Women Managing and Driving 
Their Own Advancement
Panelists and participants in the 2014 Symposium acknowledge that, while 
generalizations are often misguided and too simplistic, certain differences 
between men and women may exist. Whether these come from inherent 
qualities or are the result of behavior rooted in and reinforced by the past 
and current environment can’t really be determined. But women who are 
aware of these perceptions may consciously build leadership qualities that 
are valued across the board and avoid some of the stereotypes that hold 
women back. 

The difference between confidence and “ego”

Many comments focused on the observation that women tend to lack 
confidence and underestimate their readiness for a new assignment or 
position. For example, a woman may feel she needs to have “checkmarks” 
in ALL the criteria for a position, while men take a more confident approach 
and envision themselves being successful with new kinds of tasks. Women 
are encouraged to be more confident about their abilities and to avoid the 
tendancy to be “over-credentialed” for every possible new role. On the 
positive side, women are perceived as being more collaborative, inclusive 
and open-minded to other people’s strengths and ideas and bringing less 
“ego” to their responsibilities. 

Women’s ego “restraint” is seen as being especially appropriate for 
organizations that are embracing “humility-based leadership.” On the topic of 
being “bold and brazen and self promoting,” one panelist said, “At one of the 
firms where I worked, the mantra was, ‘check your ego at the door.’ When 
you work in companies where everyone is bright and motivated and talented, 
you’ve got to take that self promoting, that extra exuberant sense of tendency 
sometimes and downplay it…I look for people like that on my team. They 
are self-confident, deeply self-confident. But they’re also aware enough of 
the world and how it is changing so quickly that you can’t necessarily expect 
to plow ahead with the way you’ve done it before.”

It was also pointed out that research shows men are better at dealing 
with failure and less afraid to take risks, which may be another reason 
women “hold back.” The panelists admitted they often took risks, seizing 
opportunities as they occurred instead of following a carefully devised career 
plan.
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“Men, typically, go in and ask for a position. Women look at the attributes of 
the job description and say,’Well, I have one or two but…’ Just go in and ask for 
it. If not, find out what gaps you have in your career that you need to close in 
order to go after that role.” 

“Once when I was in HR, I was asked 
to run a plant. When they asked me if 
I was interested, I thought they were 
joking. But when the requirements 
came out, they really did play to 
my strengths. I think sometimes we 
forget that the silos we might imagine 
are not real — skills, abilities and 
experiences are transferrable.”

“One time when I took on a new role, 
it was described as being tough. People 
said it would be so difficult and hard, 
hard, hard all the time. When I started 
doing it, it’s not like it was easy but 
it was do-able. I was wondering if I 
was doing something wrong. Maybe 
I didn’t understand this job the way 
it was supposed to be. But I think 
sometimes that if we reflect, we realize 
that we have a way of doing things and 
it’s the right thing for the challenge.“ 

WORDS OF WISDOM:

“Don’t think of it as a chance to be 
tested. Think of it as a chance to 
prove yourself.”

“Words of Wisdom” are comments from participants in the AWESOME presentations and discussions — part of the “listening-based” 
record of the up-to-date thinking from senior supply chain women. 
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Panelists described other differences between men and women. One panelist 
gave an example where a position had opened up and the man being 
considered asked how many direct reports he’d have, what the size of his 
team would be – all indicating he had a “command and control” perspective. 
The woman being considered said “I’m sure I’m going to learn who the 
people are, how they think, what kind of culture they’re coming from; let me 
take this on and see what we can do” – more of a collaborative approach. 
Either a man or woman could take that approach – working with ambiguity, 
building rapport, performing well in a matrix organization – and women can 
utilize that kind of approach to their advantage.

Participants agreed that the successful leaders of the future won’t be stuck in 
traditional gender roles nor limited by pre-conceived gender characteristics 
or stereotypes. Instead, because leadership is now more of a science, it can 
be studied and applied by leaders to their own careers. Future leaders will 
adapt their leadership and build their skill sets around what is needed to be 
successful. It was pointed out that leadership is more of a science today – 
and can be studied and applied.

“Just Ask” 

Just ask…for more responsibility, a bigger challenge

Throughout the day’s discussions, one recurring theme was that women 
should be more willing to ask for what they want and need – the assignment, 
the expanded role, the promotion – at the same time they are keeping 
focused on expanding their skillset with new challenges. It’s not just a matter 
of a woman speaking up for herself, but also raising her own expectations for 
herself.

In some cases, women succeed in spite of their hesitancy to “ask,” because 
their advocates, sponsors or mentors have pulled them into an opportunity 
that suited their skills. But panelists stressed that women can change their 
hesitancy and should stop thinking “you don’t belong at the table. Because 
if you believe you don’t belong there, nobody else is going to believe in you 
either.” 
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“I think that it’s important to recognize that you do need help from time to 
time, and when you come across a situation where you’ve made an attempt to 
figure it out, it’s important to seek guidance and assistance from someone who 
is both able to provide it and willing to provide it. So be smart about when you 
ask for help and do it in a smart way. Look at the situation and project that you 
have worked on it, you’ve thought about it and you see it thusly. You might say, 
‘Am I seeing this right?’

“Women often will look at situations involving risk (raising her hand, 
asking for a salary increase, etc.) and see those situations as threatening. 
They’ve really learned early on not to push the boundaries or challenge the 
status quo and haven’t learned that those unsanctioned approaches to 
getting what you want can yield really great results.”

“If you come upon someone that 
knows something you want to know 
or is good at something you want to 
become better at, don’t be afraid to 
connect with that person. In most 
cases, he or she will feel flattered.”

WORDS OF WISDOM:

“Equal pay is very much in front 
of us but I do think that it’s still 
a little bit of a challenge, and we 
have to go into circumstances with 
our eyes wide open, obviously. So 
that’s why you pick your battles – 
figure out with whom and what.”
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Just ask… for help

In a different way, the idea surfaced that women are often the helpers and 
therefore find it difficult to ask for help. Yet, panelists encouraged women to 
ask for help when they need it. One panelist spoke of a coach who made a 
major difference when she needed to think through how to work with her 
senior team and how to get through the “boys’ club.”

The recommended way to ask for help is to do so from a position of strength. 
In other words, the request or question shouldn’t be wrapped in an apology 
for not knowing or a confession of being overwhelmed – but rather presented 
in a context that demonstrates you’ve thoroughly thought it through.

As an individual’s career advances, the field of people who can advise 
and support narrows, so having peers or supportive others outside of the 
company becomes more important.

Just ask…someone to be your sponsor or your mentor

As with asking for other kinds of help, as a person rises higher in leadership, 
suitable mentors inside the company become more difficult to find. So, again, 
one strategy is to look outside the company.

For mid-level women, taking advantage of mentoring programs offered by the 
company is encouraged. However, participants also said it may be up to the 
woman to find her own mentor. and a woman shouldn’t hesitate to do that.

Just ask…for equal pay

Participants in the symposium were very much aware of inequality in 
salaries for many women – not just in the supply chain field, but throughout 
the world of business. They also felt this issue is one of the most difficult 
to handle. They spoke about Jill Abramson of the New York Times and the 
report that what exacerbated the situation leading to her dismissal was her 
attempt to raise the issue of her pay. 

This issue was raised again in discussions about how women can help 
other women – and the suggestion was that women who are in positions of 
leadership as executives and board members can – and should – advocate 
for fair and equal pay.
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“I have to say that I didn’t always 
have my voice either and finding your 
voice is really critical. Finding what 
you’re good at, what you bring to 
the table because all of us do bring 
something to the table and it’s not 
always the same as the person sitting 
next to us.” 

“It’s easy to sit back and listen 
to all the dialogue and there’s a 
skillset in listening. But it’s also 
an important skill to interject – at 
the appropriate time – comments 
that are meaningful to whatever 
dialog you’re having.” 

“We’re not being bold at the table. There is a tendency as women that if 
a table of people are talking and you feel everything’s been said, we won’t 
add our perspective. We just assume it’s been said. But you have to speak 
up. Men have a very good way of working off of each other’s last word in a 
sentence. And you have to – even if you feel like you’re being redundant – 
get it out there because people need to know that you have a strong voice.”

WORDS OF WISDOM:

“I was always working with incredibly strong men and there were times – 
in probably the first half of my career – that I was trying to find my voice 
and figure out what I was going to do. Many of you have probably sat in 
conference rooms when someone jumps to answer the question and you’re 
thinking, ‘I knew that, I could have made that statement.’”
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Find your voice

Panelists and participants stressed that to be effective, a women needs to 
find her own voice – meaning her own strengths and passions and ways to 
contribute – and also, literally, a way to speak up and contribute. They urged 
each woman to evaluate her own strengths, to determine the situations in 
which she feels she has performed best, and to define her own interests and 
goals. In some cases, a leader may rise to the top because someone else 
recognizes her capabilities even before she does and provides her with new 
opportunities. But participants highly recommended to women that they take 
a more proactive approach to managing their advancement.

With a more confident view of their strengths, women should step up to 
taking roles where they sit at the decision-making table, and once they are 
there, to speak up. As one panelist said, “if you believe you don’t belong at 
the table, nobody else is going to believe you either. So be bold. Take that 
on.”

Advice for becoming more effective and more comfortable in meetings: 

(From “The No. 1 Reason More Women Aren’t In The Boardroom,” an 
online article by D-A-V Placement Group*)

Master the pre-meeting. Get in on what men describe as the “meetings 
before the meetings,” where much of the real work happens. Participating in 
these informal advance conversations can help clarify the true purpose of a 
meeting, making it much easier to take an active part in the conversation.

Prepare to speak – spontaneously. Sounds counterintuitive but it works: 
prepare your remarks beforehand. Women who do their homework and 
come to a meeting with an accurate sense of what it’s really about and how 
it will probably unfold can build on others’ remarks. Being armed with some 
cogent comments or questions can allow them to move the conversation 
forward.

Keep an even keel. Unfortunately, there’s still a double standard here: when 
women feel “passionate” about an idea or an opinion, their male managers 
and colleagues often perceive “too much emotion.” Until this changes, 
women need to ensure that they are seen as composed and in command of 
their emotions. It is not so much what women say as how they say it. They 
need to keep an even tone, not shift to a higher pitch when under duress. 
They need to speak deliberately and avoid signaling frustration through 
sarcasm or curtness.

(* not connected to or endorsed by AWESOME)

http://www.dav.co.za/blog/2014/08/01/the-no-1-reason-more-women-arent-in-the-boardroom/
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“There were people who assumed 
I couldn’t do what I knew I could 
do because I was female. But I 
didn’t dwell on those things. There 
are moments that you’ve got the 
mountain right in front of you. And 
you have to decide – am I going to go 
through the mountain? Am I going 
to scale the mountain? Or am I just 
going to smile and go around the 
mountain.” 

“Nothing beats the school of hard 
knocks – those moments, whether 
it’s personally or professionally 
where you fall down, you’re 
pushed down, you’re shoved 
down. The fact is that life is not 
always fair and doesn’t always 
go as you expect it to go. You 
get smarter and stronger from 
experiences like that.”

“What I learned very early is that personal and professional goals have to 
come together. One of the biggest challenges we face is that we have both 
personal goals and professional goals and how do you make sure that you 
have balance between those? Any time I’ve made a professional goal that 
didn’t help the personal, it’s usually a disaster.”

WORDS OF WISDOM:
“When I’d run into a supplier or even someone who worked for me who 
clearly didn’t want to work with a female, my approach was, ‘Here’s what 
we need from a business perspective and how are we going to make that 
happen? I don’t care what you think of me as a female because that’s 
irrelevant in this conversation. We’re trying to do business here, so let’s get 
down to the facts of the business and let’s get this done.’”
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Taking risks

The reality that women may need to be willing to take more risks to rise to 
leadership positions was confirmed by the experiences of panelists. They 
talked about stepping out of their comfort zone when opportunities were 
presented – moving to different parts of the country, taking on roles that 
were vastly different from their previous roles, moving to larger (or smaller) 
companies, etc. The common denominator is that they decided to seize an 
opportunity rather than letting it pass by.

They also spoke about dealing with situations in which they knew they were 
likely to be underestimated or circumvented because they were taking on a 
traditionally man’s job. Sometimes just persevering and letting performance 
be the true test was an effective strategy.

Achieving “integration” of professional and personal

Panelists suggested that “integration” is a more appropriate term than 
“balance” when referring to the competing demands of career and family. It’s 
more a matter of keeping many different demands going by giving attention 
to each at different times. 

It was acknowledged that most women still have primary responsibility 
for the “second shift” at home. As a woman advances in her career, the 
conflict becomes less about finances, but practical and emotional challenges 
continue.

Suggestions for dealing with this circumstance included 

• Making a flexible, family-friendly culture one of your criteria

• Understanding that women are often excluded from certain positions if 
their priorities are questioned or misunderstood. Panelists spoke about 
doing “damage control” to address a misconception or unspoken bias if it 
exists.



How to…Leverage a network

Discussions about networks pointed out that many women who have risen to 
senior positions in the supply chain and other fields have been very focused 
on their jobs and their companies. The consensus was that men have much 
broader networks – and many have been in existence for a long time. In 
a world where things are changing rapidly, it was felt that women need 
networks that bring new perspectives and information about what happening 
inside outside of a particular industry. 

Women are encouraged to:

• Make time to become involved in organizations that have relevance to 
your career and your interests.

• Build and leverage networks outside your company and recognize those 
you already have.

• In between formal meetings, reach out to people you’ve met.

• As one of the panelists said, “Give business to someone you’ve met 
through a network.”

22

WORDS OF WISDOM:
“You have to network to beat the band.”

“In times of rapid transition and change – and at highter levels in the 
organization – it’s really important to get outside the four walls of what you 
do. We’re all a part of many networks that may have nothing to do with our 
professional affiliations, and don’t forget that, and don’t hesitate to leverage 
that.”

 
“Keep connecting with the people you meet here today. Keep exchanging 
ideas. Keep collaborating. Call on others when you want to take your 
company in a new direction and you’re looking for some new advice or new 
experience. There’s enough good advice in here to go around forever.”

 – Ann Drake, about the 2014 AWESOME Symposium
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How to…Navigate a new leadership role

With every new role comes the need for onboarding so the leader can step 
into a new senior position in an effective and productive way.  Panelists 
expressed the view that, while some companies provide helpful onboarding 
programs and some don’t, the only person who can “make it happen,” is the 
woman herself. So regardless of the level of support offered by the company, 
the woman needs to take responsibility for the way she assumes a new role. 
Panelists spoke about some right ways and wrong ways to step into a new 
position: 

Things that don’t work:

• Going too fast.

• Offending your mentor or predecessor by being outspoken with 
criticism.

Things that do work: 

• Completely understanding who the customer is.

• Learning about the company, learning about the values.

• Getting the best talent, getting everyone collaborating, making sure 
everyone understands everyone, going the same direction, and being 
transparent with your team.

• Creating an environment where people love to come to work. 

• Prioritizing – saying “These are two or three things we have to do 
first.” They are “quick hits.” They will deliver immediate value to the 
shareholder.





Section Two:
Companies Moving Away from Bias  

and Toward Diversity
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“The dialogue shouldn’t be ‘we need more women.’ The dialogue is ‘what’s best 
for the company.’”

“If you look at MBA programs, it’s close to 55% women coming out with 
advanced degrees. So, as a business person, I’m nuts to not figure out how 
to tap that talent pool so I can make the best choices to bring people to my 
organization.”

“Diversity leads the better decision making, right? If you have a group of people 
who only think a certain way, you’ve got some tunnel vision.”

“I can’t be passive and I can’t say yeah, okay. so you are less arrogant than the 
typical male or something. I’ve got to create an environment where people feel 
comfortable to come forward if they believe that they have the skills and the 
talent to do the job.”
 

“I definitely have to be active because we’re missing out on talent. If I look at 
the organization I’d say probably the good old boy network was what drove a 
lot of the decisions in the past. Because it’s a ‘get it done’ mentality, right?” 

 
“I’m hoping there are more women coming along the pipeline. But hope is not 
a strategy. We have to figure out how to nurture and build that talent base over 
the next 30 years. Because it’s been a lot longer that it’s been all men hiring all 
men.”

WORDS OF WISDOM:
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Section Two: Companies Moving Away from 
Bias and Toward Diversity

The case for diversity

Numerous studies have concluded that companies employing women in 
large numbers outperform their competitors on every measure of profitability 
– was a reference point for some of the discussion about how to approach 
the issue of increasing women’s leadership. It forms the basis for businesses 
recognizing the value of diversity.

Other reasons cited as to why companies can benefit by diversifying their 
leadership ranks:

• Enables the company to tap into a broader talent pool

• Brings more varied perspectives to the decision-making table

• Reflects the make-up of the consumer market, where women are 
estimated to make 80% of the purchases

The most persuasive reason is not just that it’s “right” to provide opportunities 
for women, but that it’s a smart business decision.

Making up for “lost time”

One key question raised was whether being “gender blind” and avoiding 
outright discrimination is enough to change the leadership landscape. 
Panelists agreed that status quo – the way many companies still approach 
hiring and promoting talent – means letting the “boys’ network” continue 
unchallenged. For example, when promotions are happening rapidly, it often 
becomes a “promote from within” environment. If the managers have all 
been white males, that’s the pool that will likely be promoted. The consensus 
was that increasing diversity among leaders of a company is likely to happen 
only when that company commits to taking an active role. The consensus 
was that companies that want more diversity among their leaders need to 
take an active role. 
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“I think that you need to really 
engage your male leaders as well. 
This is not a single handed war 
for women on women. It’s for the 
health of the organization. Both the 
men and the women in leadership 
positions should be working on all 
sides of the talent issue, because 
similarly there are men who are also 
being left out in the dust.” 

WORDS OF WISDOM:
“My staff is going to reflect the 
world. That means I’m going to 
have some men. I’m going to have 
women. I’m going to have people of 
all different colors because for me 
there is a synergy that comes from 
differences and I happen to like that. 
We are going to learn to value those 
differences in a way that we can 
agree and we can disagree without 
being disagreeable.” 
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Ensuring diversity

The question was raised, “If a company wants to ensure diversity, what can it 
do?”

It was also suggested that one reason more doors have opened to women 
– enabling them to expand their supply chain leadership and play a more 
prominent role in the  competitive environment is that the industry has 
evolved. One of the most effective steps was changing the mix in the talent 
pool. Participants agreed that what it takes may be issuing the requirement 
that 50% of an applicant pool needs to be women. It’s necessary to be 
intentional, because if the pool “formulates itself,” it’s going to come out “all 
white male.”

It was also suggested that one factor working for more women to expand 
their leadership role in the supply chain l and having the opportunities 
for doing business be more open is that the industry has evolved. Today’s 
technology enables better analysis, so the contracts that have just been 
renewed time after time and the relationships that were established long ago 
are getting a second look. The industry is moving away from the “old boy 
network” toward a meritocracy. 

On the other hand, one of the panelists suggested that for some of the jobs 
available in the supply chain field, it’s “difficult to find women that want the 
job.“ For example, truck terminals are frequently in neighborhoods that have 
security and safety concerns. While the location can’t be changed, one way 
to address some of these concerns is by making the hours and the other 
conditions more flexible. 
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WORDS OF WISDOM:
“When you get to the most senior level, it’s kind of an exclusive club, a rarified 
environment, and sometimes the most senior people have the most outdated 
view just because of the history of how they got to where they are.”

“I’ve sat in plenty of meetings where I know different people have different 
biases. And it’s sensitive, right? It’s hard to call them out.”

How to create team-building and relationship-building activities that aren’t 
just geared toward males:

Participants suggested that many companies are moving away from just 
having golf tournaments as a way to connect with colleagues and customers. 
Although many women play golf, having that be the exclusive way to connect 
puts non-golfers (both men and women) at a disadvantage:
Some other suggestions:

• A cooking class

• A Mexican hat-decorating contest

• Painting a mural for a Ronald McDonald House

• The spirit committee at one company suggested a giant pillowfight.  
The CEO said, “Why not?” and the company broke a Guinness record.
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Understand the subtle bias

While most company cultures are now oriented to identifying and eliminating 
outright discrimination, it was generally agreed that subtle biases still exist. 
This may take the form of having a preconceived notion of what type of 
person is best for what type of job. For example, if a proposal is coming 
in from a woman running a trucking company, is the person receiving the 
proposal open to that idea?

Another situation that perpetuates the status quo is the informal relationships 
that have been in place before the industry started to change. As one of the 
male panelists said, “it might be ‘We’ve been doing business for such and 
such number of years,’ or ‘He’s a member of my golf club,’ or ‘He coaches 
my son’s Little League team.’ These ways of thinking operate at a sub-
conscious level.

Another example is the misperception some people may still have of what 
a woman leader “looks like” and how she “acts.” This is a case where the 
person with the underlying bias may not have had enough experience 
with competent women fulfilling traditionally male leadership roles. A 
decisive woman may be viewed as “unlikable.” A woman who seeks to be 
collaborative and build consensus may be viewed as “indecisive” or weak.

Here are suggestions raised at the Symposium: 

• Understand which men among your colleagues are more in line with 
your thinking and build a constituency that changes the thinking.

• Participate in and foster mentoring programs where the learning goes 
both ways – each person in the relationships learns to see the situation 
from the other’s perspective. 

• Use dialogue and data. “Make it a dialogue, not a debate. Keep the 
dialogue alive and going – don’t let it become something that bubbles up 
in a passive-aggressive kind of frustrating moment. As for the data – we 
have to see the part that’s not subjective. Look at how the company is 
doing recruiting, maintaining, promoting, etc.”





Section Three:
Companies Creating Flexible,  
Family-Friendly Environments
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“I think that when you look at my generation of female executives and executives 
at large, one of the things that we did not accomplish was to institutionalize more 
flexible work opportunities. By that I mean even when a company offers part time, 
flex time, or job shares, these things are ad hoc and very much by the individual. 
They’re circumstantial rather than an opportunity that’s offered to both men and 
women when they have times in their careers where going full out is something 
that is difficult.”

WORDS OF WISDOM:

“There’s a dearth of family-friendly 
policies. Again, this applies to both 
men and to women that allow for 
the reality that you don’t just come 
to work as an island. You bring 
whatever it is you left in the morning 
with you as wel,l and interests.”

“One of the challenges I’ve had in 
my life with my husband is trying to 
figure out how to make him happy 
because he’s the stay-at-home dad. 
When we moved to a different city, 
everyone knew him and the ladies 
at the butcher store would try to 
introduce him to other stay-at-home 
dads.” 
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Section Three: Companies Creating Flexible, 
Family-Friendly Environments
The idea that women face particular challenges in integrating work and 
family received general agreement, as did the idea that this can lead to 
bias when it comes to being considered for a new position or a particular 
challenging project. There is a perception that women have responsibility 
for the “second shift” (at home) and this may create a subtle bias about 
a woman’s ability to fulfill a demanding leadership role. So, women are 
currently dealing with both the reality of trying to combine professional 
and personal obligations – and the perception that this potential conflict 
compromises a woman’s commitment to her work or her ability to do both 
well.

A “dearth of family-friendly policies”

Members of the panel consisting of women executives in other industries 
emphasized that this is not a problem unique to the supply chain industry. 
Although some individuals have been successful in getting their companies to 
agree to part time, flex time or job shares, programs or options such as that 
have yet to be institutionalized.

Recent studies have shown that men who ask for flex time are more likely 
to be granted their request and less likely to be seen as not taking their job 
seriously than women who request the same modifications.

Up-and-Coming Leaders – Modifying roles

Participants pointed out that the “next generation” may be the one 
where progress is made, because more couples negotiating or sharing 
responsibilities at home may lessen some of the pressure on women to be all 
things to all people. In other words, does the woman (and her family) need 
to adapt better to the environment as it is – or can the environment meet 
women part way, recognizing that a capable woman can be dedicated to 
both work and home, if she has some flexibility at both?

In terms of mentoring and coaching, it was felt that senior-level women can 
help up-and-coming women see their way through some of the obstacles 
and conflicts that arrive at certain stages of a career and a family. 
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“Once you create common bonds and get people to actually understand each 
other’s perspective, that actually shifts our brains from ‘away’ or ‘foe’ to ‘toward’ 
or ‘friend.’”

“Balance is never, in fact, perfectly in balance. There are times when your family 
needs you a lot more. There are times when your work needs you a lot more.”

WORDS OF WISDOM:



achieving women’s excellence in supply chain operations, management, and education
37

Two key strategies: Technology and communication

In preparation for the Symposium, one of the members of the men’s panel 
said he asked one of his most valued women managers what she needed 
to better integrate life and work. She answered that being able to use 
technology to work from home on occasion would give her the flexibility she 
needs.

This kind of communication, where women are actually asked for their 
insights and opinions on the topic of family-friendly work environments is 
seen as an important step toward eliminating obstacles. Equally important is 
engaging men in finding ways to improve the culture and the environment so 
it’s not all by women for women.

It was also stated that, if companies who succeed in making their culture 
more flexible and family friendly begin attracting the best female leaders, 
other companies will take notice. The right kind of culture could actually 
become a competitive advantage in attracting and retaining top talent.





Section Four:
Women Helping Other Women



“Helping other women rise to leadership is not taking away from anything you’ve 
done because even if you’ve done extraordinary things, there are others who can do 
extraordinary things if they’re allowed to.”

“I see the lack of confidence in a lot of women. Their attitude says, ‘Why do you 
want me for this role?’ But I think that’s where it’s more important for us as 
leaders to make sure that when we have openings, we’re intentionally looking at 
the strategic succession plans. Maybe a woman is not an expert in a specific area, 
but her broader skillset and her competency as a leader make her fit for that role.” 

 
“There is a woman who joined our company about a year ago, and she said she 
always leaves an organization with double the women in leadership roles than 
when she started. And she challenged each of us for this year to find a Millennial, 
be her advocate and help her get the promotion that she deserves.”

WORDS OF WISDOM:

“Because you’re exceptional, you 
have currency. And you can use that 
currency to help others.”

“I feel the responsibility to reach 
back, to give back because I didn’t 
get where I am by myself.”
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Section Four: Women Helping Women
Where gender bias exists in a company, a woman in a leadership role 
can identify it, address it and prevent it from affecting the opportunities 
for another woman. And it was pointed out that, even with a robust 
performance system, there may be subtle biases that surface in a selection 
process. 

As an example, one of the panelists related the story of a situation in which 
one of her peers, charged with opening a new territory, was about to choose 
a man for the role. This panelist felt that the best candidate, a woman, was 
being overlooked. She pointed out to her colleague, “What about (this other 
person) – she always performs, she has the skills you need, and you trust her. 
Her colleague said, “You’re right, she’s outstanding, she’s the best – but she’s 
going through a divorce.” The two “took a step back and had a conversation 
about the fact that her divorce really wasn’t a relevant part of the decision-
making process – or shouldn’t be.” The outcome? The woman took the 
position and has done an outstanding job.

Participants cautioned that it’s not just aiming for diversity in a team, but 
also putting in the time to make it work. Otherwise, the process may be 
set back because people have a chance to say, “I knew it wouldn’t work.”  
It’s important to be intentional about setting people up for success. Setting 
people up for success, being intentional about it.

Another suggestion is if a woman realizes her personal situation is well 
known, she is able to do some “damage control” to prevent that perception – 
or possibly misperception – from being part of a decision made in the future.

When there are women in senior leadership – sitting on a board, sitting on 
a committee, sitting in a group anywhere – they are in a position to see that 
some of the stereotypes that would normally play out, don’t – or at least as 
much as they would otherwise. And this will make a difference for women in 
the future.
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8:00 am – 9:00 am Coffee and Registration

9:00 am – 9:25 am Welcome / Opening Remarks: One Short Year
AWESOME Founder Ann Drake talks about the journey for  
women leaders to get where they are today – how rapidly  
opportunities are now opening – the accomplishments of  
AWESOME so far – and the urgency of leveraging women’s  
leadership for immediate impact.

Introduction of 2014 AWESOME Advisors

Ann Drake
CEO, DSC Logistics and Founder of AWESOME

9:25 am – 9:40 am First Buzz of the Day
Talk around the table

9:40 am – 10:40 am Session 1: Leadership Unleashed
This panel of Strategic Supply Chain Leaders, representing  
different aspects of the profession, provides the chance to see  
our industry in a whole new light. What influences, including  
the advancement of more women into leadership roles, are  
impacting company cultures, customer relationships and 
supply  
chain performance? What do they see as the greatest 
challenges they’ve faced in their careers and what do they 
find most exciting about the future? How can supply chain 
leaders use their skills in significant new ways for their 
companies, their customers, their country, and society in 
general?  

PANELISTS:

Annette Danek-Akey – Senior Vice President, 
Fulfillment, Penguin Random House, Inc.; former 
Industrial Engineer,  Sears Logistics; Member, Board 
of Directors, WERC; BS, Bradley University; MS in 
Industrial Engineering, Purdue University 

Detailed Agenda

Accelerate AWESOME:  
Advancing Women Supply Chain Leaders
May 15, 2014   Park Ridge Country Club
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9:40 am – 10:40 am Session 1: Leadership Unleashed 

PANELISTS cont’d:

Michelle DeJonge – Vice President, Supply Chain 
Office of Strategy, Johnson & Johnson; former Vice 
President, Global Supply Chain, Medical Device 
and Diagnostics; Advisory Board Member, Eli Broad 
College of Business, Michigan State University; BS in 
packaging engineering, Michigan State University; 
MBA, Xavier University 

Gemma Fillmore – Vice President, Global 
Transportation & Logistics, Ascena Retail Group, 
Inc.; former Director, Logistics, Global Transportation 
and Warehousing/Customs & Regulatory/Freight Pay, 
Campbell Soup Company; degree in Zoology and 
Sociology, Hasting College/Brighton Poly, Dover 
College, United Kingdom

Sherry Harriman – Divisional Vice President, Supply 
Chain for Florida and Puerto Rico, Walmart; Member, 
Board of Advisors, Warrington College of Business 
Administration, Center for Supply Chain Management, 
University of Florida; BBA, University of Wisconsin, 
Eau Claire; MBA in International Business, John Brown 
University

Moderator: Karla Martin, Director Strategic Planning 
and Global Business Strategy, Google; former Partner 
& Vice President, Retail and Commerce, Booz & Co.; 
Board Member, Threadsuite; AB in Sociology and 
Economics, Harvard University; JD, Harvard Law 
School

10:40 am – 10:55 am Buzz and Break

10:55 am – 11:55 am Session 2: Insights Uncensored
A follow-up to one of last year’s most popular sessions – a 
new panel of Enlightened Male Leaders discuss what they’ve 
observed, strides being made, changes and challenges they 
see ahead for women as supply chain leaders. How do they 
think men and women handle situations differently and 
what, if any, stereotypes may have an inhibiting factor on 
women’s leadership? Based on the perspectives voiced by 
women leaders at previous AWESOME events, do they agree 
– or disagree – with how women assess the situation? What 
steps still need to be taken to put some of the issues to rest – 
for good?
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10:55 am – 11:55 am Session 2: Insights Uncensored (cont’d)

PANELISTS:

Michael Burton – CEO of the Holding Company and 
President of C&K Trucking; Board Member, Illinois 
Trucking Association and Northwestern Transportation 
Center’s Advisory Board; BA in Finance, University of 
Illinois; MBA, Northwestern University 

Sam Kamel – Senior Vice President, Ingram Micro; 
Member of Ingram Micro’s Worldwide Executive 
Team; former Senior Vice President, Strategic Business 
Development at Fox News Group; BS in Electrical 
Engineering, Cornell University; MBA, Harvard 
University

Reuben Slone – Senior Vice President, Supply Chain 
and Logistics, Walgreens; former Executive Vice 
President, Supply Chain, OfficeMax; Board Chairman, 
Aspire of Illinois; BS in engineering, University of 
Michigan

Seth E. Wilson – Founder/Managing Partner, 
Headhaul Capital; former Managing Director, 
Transportation & Logistics investing practice, Jefferies 
Capital Partners; Board Member, Epic Gas, New 
Century Transportation and R&R Trucking Holdings; 
AB, Harvard University; MBA, Stanford University 
Graduate School of Business

Moderator: Justin Zubrod, Managing Partner, 
Zubrod Clair & Company; Chairman, Business 
Advisory Council, Transportation Center, Northwestern 
University; BA, University of Maryland; MBA, Kellogg 
School of Management, Northwestern University

1:10 pm – 1:30 pm Up Close Conversation about a Career in High Gear
A senior Supply Chain Leader tells the story of her career

PANELISTS:

Susan Pellechio – Vice President, Transportation & 
Supplier Collaboration, Staples; former Vice President, 
Merchandising and Promotions, Staples Business 
Delivery; Member, Supply Chain Leaders in Action 
(SCLA) Business Forum; BS in Accounting, New 
Hampshire College 

11:55 am – 12:10 pm Buzz and Break

12:10 pm – 1:10 pm Lunch and informal “Buzz” Session

44



1:10 pm – 1:30 pm Up Close Conversation about a Career in High Gear
A senior Supply Chain Leader tells the story of her career

PANELISTS:

Susan Pellechio – Vice President, Transportation & 
Supplier Collaboration, Staples; former Vice President, 
Merchandising and Promotions, Staples Business 
Delivery; Member, Supply Chain Leaders in Action 
(SCLA) Business Forum; BS in Accounting, New 
Hampshire College 

11:55 am – 12:10 pm Buzz and Break

12:10 pm – 1:10 pm Lunch and informal “Buzz” Session

1:10 pm – 1:30 pm Up Close Conversation about a Career in High Gear (cont’d)
A senior Supply Chain Leader tells the story of her career

Moderator: Antonia Shusta, former COO, Pacific 
Financial Group; former Group Executive, Household 
International; Marketing and Membership Coordinator 
of The Commonwealth Institute; BA in comparative 
government, Harvard/Radcliffe 

1:30 pm – 2:30 pm Session 3: Powering up the Pipeline
Companies who lead the way in developing the next 
generation of leaders present their innovative programs and 
discuss what they’ve learned and achieved. What gave their 
companies impetus to begin women’s leadership programs? 
How does a company take the right steps to get an initiative 
started? How do they define success and have they achieved 
it? What have been their most successful program elements 
and is there anything they’d do differently to have a greater 
impact on the chances for women to advance?

PANELISTS:

Daniella Levitt – President, Ovation Global Strategies 
and Daniella Levitt Enterprises; Founder of gen-xyb 
High TeaTM; Board member and Chair of the Quality 
Committee for the Board of Access Community Health 
Network; Bachelor of Commerce and Postgraduate 
Diploma in Business Administration, University of the 
Witwatersrand

Tamara Queen-Fierte – Manager, Inclusion 
Practices, Business Resource Groups (BRG), Women’s 
Opportunity Network (WON), CDW; bachelor’s 
degree in Chemistry, Miami University; MBA, 
Indiana Wesleyan University; currently enrolled, 
PhD in Organizational Leadership program, 
Business Psychology department, Chicago School of 
Professional Psychology 

Stephanie Santander – Director, Customer 
Experience: Logistics, Customer Service and Internal 
Sales Support, CDW; bachelor’s degree in Economics, 
University of Iowa

Moderator: Robin S. Ross – Principal, RSR Advisory, 
LLC; Leadership and Career Coach, R2 Coaching, 
CareerCoach.com; formerly Managing Director, 
Interest Rate Products, CME Group; BBA, University 
of Arkansas at Little Rock; certification, International 
Coach Federation and Institute for Professional 
Excellence in Coaching 
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3:15 pm – 4:15 pm Session 4: Building Leadership Careers Across Barriers
Last year’s AWESOME Symposium proved how much women 
in different industries can learn from each other – and this 
year, C-suite Leaders in traditionally male fields share their 
experiences and their secrets to success. What factors in their 
fields perpetuated the all-male tradition and when and how 
did that begin to change? Did women take an active role 
in opening up opportunities? In their own careers, how did 
they overcome obstacles and did they find way to help other 
women advance? As a woman among mostly men, do they 
see the acquisition of certain skills as being critical to gaining 
respect and credibility?

PANELISTS:

Ruth Ann Gillis – Executive Vice President and 
Chief Administrative Officer, Exelon Corporation, and 
President, Exelon Business Services Company, Exelon 
Corporation; BA in economics, Smith College; MBA, 
University of Chicago Graduate School of Business

Celeste Mastin – CEO, Distribution International; 
Board Member, Metabolix, Inc.; Advisory Board 
Member, School of Engineering and Bioengineering, 
Washington State University; former CEO, MMI 
Products, Inc.; BS in chemical engineering and a minor 
in mathematics, Washington State University; MBA, 
University of Houston

Mindy Meads – CEO, Calypso St. Barth; Board 
Director of Blue Nile, Joe Fresh; former co-CEO, 
Aeropostale; former CEO, Lands’ End; BS, University of 
Illinois

Dorothy Terrell – Managing Partner, FirstCap 
Advisors; former Senior Vice President, NMS 
Communications and former Corporate Officer, Sun 
Microsystems; Board of Directors, General Mills and 
Herman Miller; bachelor’s degree and Distinguished 
Alumni Award, Florida A & M

2:30 pm – 2:45 pm Buzz and Break

2:45 pm – 3:05 pm AWESOME Connections: A Conversation
Senior Supply Chain Leaders share their story about the 
power of AWESOME networking.

Moderator: Dr. Nancy Nix – former Executive 
Director of the EMBA Program and Professor of 
Professional Practice in Supply Chain Management at 
the Neeley School of Business at TCU; BS in Chemistry, 
Salisbury State University; MBA, Fox School at Temple 
University; doctorate in Logistics and Marketing, 
University of Tennessee 
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5:00 pm – 6:00 pm Cocktails and Conversation
A time to continue connecting with other AWESOME 
women and talking about the day’s solutions 

  6:15 pm – 8:30 pm Dinner, Awards and Conversation with Award Winners
The AWESOME Legendary Leadership (ALL) Award 
recognizes women who have achieved extraordinary 
professional excellence and success, addressed challenges 
impacting opportunities for women in our field, and 
advanced the changing landscape of women’s supply chain 
leadership. 
AWARD WINNERS:

Kathryn Wengel – Vice President, Johnson & 
Johnson Supply Chain (JJSC); Member of Johnson 
& Johnson Management Committee; BSE in civil 
engineering and operations research; Princeton 
University

Heather Sheehan – Vice President, Indirect Sourcing 
and Logistics, Danaher Corporation; Chairman of the 
Board of Directors, CSCMP; BS, Pennsylvania State 
University; MS, Carnegie Mellon University

Moderator: Alex Marren, Aviation Consultant, 
retired Senior Vice President, Network Operations 
and United Express, United Airlines; bachelor’s 
degree, Harvard University; Advanced Executive 
Education program, Kellogg School of Management, 
Northwestern University

3:15 pm – 4:15 pm Session 4: Building Leadership Careers Across Barriers

Moderator: Ana Dutra, CEO at Mandala Global 
Advisors; Senior Global Advisor, Humantelligence; 
former CEO, Korn/ Ferry Leadership and Talent 
Consulting; MBA from Kellogg, Northwestern 
University; master’s degree in Economics from 
Pontificia Universidade do Rio de Janeiro; JD, 
Universidade do Rio de Janeiro

4:15 pm – 4:30 pm Final Buzz

4:30 pm – 4:45 pm AWESOME Conclusion
Inspiration and ideas about what’s next for this initiative on 
the move 
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AWESOME Legendary Leadership (ALL) Award
As AWESOME works to advance women supply chain leaders, it is also our 
goal to recognize women supply chain leaders who have advanced.

The AWESOME Legendary Leadership (ALL) Award was created in 2014 to 
recognize women supply chain leaders who have:

• Achieved extraordinary professional excellence and success

• Addressed challenges impacting opportunities for women in our field

• Advanced the changing landscape of women’s supply chain leadership

2014 Awardees

The two leaders being honored by the 
first AWESOME Legendary Leadership 
(ALL) Award are Heather Sheehan, 
Vice President, Indirect Sourcing and 
Logistics, Danaher Corporation, and 
Kathryn Wengel, Vice President, Johnson 
& Johnson Supply Chain. The ALL 
Award was presented by Ann Drake, 
AWESOME founder and CEO of DSC 
Logistics, and Alex Marren, one of AWESOME’s 2014 Advisors, an aviation 
consultant and retired Senior Vice President, Network Operations and United 
Express, for United Airlines.

Heather Sheehan

Heather Sheehan is Vice President, Indirect Sourcing and Logistics, Danaher 
Corporation. As Danaher’s co-Chief Procurement Officer, she has worldwide 
responsibility for non-production and logistics sourcing, strategy, and 
implementation across the corporation’s 40-plus operating companies. She is 
involved with operations in 125 countries, primarily in North America, Europe, 
and Asia and has led successful changes in supply chain processes, policies, 
talent, quality, efficiency, and acquisitions as Danaher has grown from $3 
billion to over $19 billion in revenues in the past 12 years.

Heather’s career experience spans nearly 30 years in the manufacturing and 
transportation industries and includes experience living and working in Hong 
Kong. Prior to joining Danaher in 2002, Heather held various leadership 
positions in procurement, logistics and marketing with Honeywell, Union 
Pacific Corporation and NCR Corporation.
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Heather has served on the Council of Supply Chain Management 
Professionals’ board of directors for 10 years and this year was elected 
Chairman of the Board.

She earned a Bachelor of Science degree from the Pennsylvania State 
University and a Master of Science degree from Carnegie Mellon University.

Kathryn E. Wengel

Kathy Wengel is Vice President, Johnson & Johnson Supply Chain (JJSC). She 
serves on the Johnson & Johnson Management Committee and chairs the 
JJSC Leadership Team.

JJSC encompasses five segment supply chains (Pharmaceuticals, Consumer 
Products, Global Orthopaedics, Global Surgery, and Diabetes Care and 
Vision Care) that cover plan, source, internal and external manufacturing, 
Customer Logistics Services and the Office of Strategy & Execution. Other 
functions include Quality & Compliance, Environment, Health, Safety & 
Sustainability, and Engineering & Technical Operations. Kathy has enterprise 
leadership responsibility for accelerating the JJSC strategic efforts to meet the 
diverse needs of Johnson & Johnson businesses and customers around the 
world by consistently and cost-competitively delivering high quality, reliable 
products.

During her 26-year tenure with Johnson & Johnson, Kathy has served in 
diverse quality, operations, technical and business leadership roles. Her early 
career included manufacturing engineering and facilities roles at Janssen U.S., 
followed by several leadership roles at the Janssen Gurabo, Puerto Rico, site.

Kathy worked in Europe for eight years, serving first as General Manager 
of Janssen Latina in Italy where she built a strategic growth platform by 
providing unique pharmaceutical manufacturing capabilities for all three 
sectors of Johnson & Johnson. She was subsequently appointed Vice 
President, Quality & Compliance, EMEA, Asia Pacific and Worldwide 
Chemical Production.

Kathy’s most recent role was Vice President, Quality & Compliance (Q&C), 
and the first Chief Quality Officer for Johnson & Johnson. She had enterprise 
leadership responsibility for Q&C, as well as for the Sterility Assurance and 
Operations Readiness & Convergence groups. In that role, Kathy led the 
creation of an enterprise Quality & Compliance organization that has worked 
to simplify and standardize Q&C across the Johnson & Johnson Family of 
Companies.

Kathy earned a BSE degree in civil engineering and operations research from 
Princeton University.
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The AWESOME Excellence in Education 
Scholarships
AWESOME Excellence in Education Scholarships offer female university 
students the opportunity to participate in the CSCMP (Council of Supply 
Chain Management Professionals) Annual Global Conference.

Faculty members from top universities were asked to nominate one young 
woman demonstrating superior supply chain leadership potential who is 
currently enrolled – and who also will be enrolled in fall of 2014 — in the 
university’s MBA, MS or undergraduate supply chain program. 

A committee of supply chain leaders conducted a blind review of the 
applications and selected five scholarship recipients. 

The AWESOME Scholarship covers conference registration, transportation 
expenses to and from the 2014 conference location (San Antonio), lodging, 
and a stipend to cover incidental expenses.

After the conference, recipients will submit an essay about their experience 
and its impact on their leadership development.

We are pleased to announce the following recipients of the 2014 scholarship:

Read scholars’ bios in Future Leaders section of www.awesomeleaders.org.

53

Hannah Bremer 
University of Kansas

Victoria Drici 
Lehigh University

Carla Garver
The Ohio State University

Lauryn Kulkarni 
Syracuse University

Nancy Odero
Miami University
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achieving women’s excellence in supply chain operations, management, and education

“I am so pleased that this group is providing this 
opportunity for women who seek a career in the 
supply chain profession.” 

Roger W. Woody 
University of Kansas

“Thank you very much for offering such a 
wonderful opportunity for students to attend 
the CSCMP Annual Global Conference. The 
conference is a transformational experience that 
offers a chance to see the potential that lies ahead 
in their careers.” 

Lynn Brown 
University of North Florida

“Thank you for your support of our young women 
in supply chain management.” 

Diane Mollenkopf 
University of Tennessee

“Thank you for supporting this ‘awesome’ 
opportunity for young supply chain talent.” 

Laura Meade 
TCU

2013 AWESOME Scholarship Recipients: 
Alexandra Kester, TCU, and Monica Yu, The Ohio State University

55

Comments from schools involved in the Scholarship Awards



AWESOME Insights and Observations 
about Women’s Supply Chain Leadership

Volume One

Reality Check:
What We Now Know
Published October 2013

Volume Two 

Reality Check: What We Learned in Denver
About Women’s Supply Chain Leadership
Published February 2014

Volume Three 

Reality Check: 
What We Can Do
Published September 2014

To receive printed copies of these reports,  
email mary.cline@awesomeleaders.org with your request.  

Or download the electronic version at  
www.awesomeleaders.org.

The Conversation Continues – 
 visit www.awesomeleaders.org

for more Insights, more Words of Wisdom,  
details about AWESOME events, and  

Spotlights on outstanding women leaders

Also, watch for Collective Wisdom” 
from the 2014 CSCMP global conference 

where the track on Diversity and Inclusion was  
powered by AWESOME
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