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OVERVIEW

Advancing Cohesion through Challenging Leadership Models 

1. Why?

2. How – methodology 

3. What – findings 

4. DCA tools



BACKGROUND



2 KEY RESEARCH PIECES







WHY THIS? THE STATE-OF-PLAY



WHY THIS? THE STATE-OF-PLAY

Unlikely to change soon:

– In past 10 years, women in 

ASX Leadership increased 

by 4% at most 

Very small numbers: 

– 15 of 1500 CEOs

– 44 of 2300 senior executives 

– 55 of 1300 CFOs

– 188 of 7500 directors 

– In past 2 years, % culturally diverse women in ASX 

Leadership has plateaued 



“Double Jeopardy” 

– Gender + Cultural Background combine 

– Make it ‘doubly’ difficult to access leadership

Glass-Cultural Ceiling

– Invisible and visible organisational barriers 

which lock out culturally diverse women 

from leadership 





OUR METHODOLOGY

1. On-Line Survey 

– 366 aspiring or current female leaders (168 culturally diverse women)

2. Think Tanks 

– 54 aspiring or current culturally diverse female leaders

3. Individual Interviews 

– 14 culturally diverse women in C-Suite roles 





CULTURALLY DIVERSE WOMEN:
AMBITIOUS, CAPABLE & RESILIENT

Ambitious

Capable

− 2 out of 3 are multilingual 

− 37% cultural brokers and innovators 

(bicultural identity)

Resilient

“It takes immense resilience to swim against the very strong tide and still maintain who you are.”



BUT UNDER-LEVERAGED AND MOVING ON

Under-Valued

Under-Leveraged

− Only 15% of culturally diverse women strongly agreed their organisation takes advantage of 

workforce diversity to better service clients or access new markets

Moving On

− 28% seeking new employer in next year







LOCKS 

− Extroverted self-promoting leadership 

overvalued

− Introverted considered leadership 

undervalued

KEYS

− Promote broader view of ‘the effective leader’ 

− Extroverted and Introverted

− Full-time/Face-Time and Flexible

− Local Experience and Cultural Experience











USING THE INCLUSIVE  LEADERSHIP MODEL

• Assess Current State 

• Engage Your Leadership Team

• Communicate Expectations

• Integrate Inclusion Into Your Leadership Framework 

• Identifying Talent

• Learning & Developing

• Measuring Success




