


Worldwide, women stand to lose
more jobs via automation than
men, according to a recent study
by the World Economic Forum
(The Future of Jobs Employment,
Skills and Workforce Strategy for
the Fourth Industrial Revolution
study).

The industries and roles with the
largest representation of women -
office and administrative roles,
manufacturing and production —
will be the hardest hit.

For every 4 million jobs lost by
men, 1.4 million will be gained,
however women will face

3 million job losses but only

0.55 million gains.

That's a displacement rate of more
than five jobs lost per one job
gained.

More than ever the notion of
keeping women in the workforce
and supporting women in
leadership objectives is a hot
topic.

But it's no longer a feel-good or
compliance issue.

It is now common knowledge that
diversity is key to innovation, to
ensuring organisations are future
ready — and women are an
essential piece of the diversity
pie.

Yet despite this, studies are
revealing that Australian
organisations are suffering
gender fatigue and are arguing
that the statistics of women in
leadership are not changing as
significantly as expected, despite
the investment.

A report by accounting firm
KPMG shows that the area where
there is least movement of
women in leadership is in the
step from middle management to
senior/executive management.

In our experience at Symes Group
this is often due to the restrictions
of work on offer at that level.
Women who are highly skilled
and educated with executive
leadership capability are being
offered the opportunities but not
taking them.

DIVERSITY

Symes Group anecdotal evidence
collected from hundreds of
women in middle management
suggests that for many women
there is a perception that the step
into an executive leadership role
will have a negative impact on
their wellbeing and out of work
needs like care of children or
elderly parents.

So where does that leave us?
According to the Future of Jobs
survey, organisations confirm that
the two greatest contributors to
shifts in gender equality in
leadership are

* Adjustments for work/life
balance and

* Setting gender targets.

Key benefits of gender diversity

Companies with females on their boards have achieved higher revenue growth, profitability and shareholder
returns than those without, the KPMG Enterprise's 2017 ASX 300+ Report revealed.

Appointing women to company boards helps avoid scandals, fraud and corruption, according to research
conducted by MSCI Inc.

References:

http://www.afr.com/brand/boss/epic-fail-on-gender-diversity-20170418-gvn0hz#ixzz4jpOAJIRI

http://www3.weforum.org/docs/WEF_Future_of_Jobs.pdf

https://thinkprogress.org/appointing-women-to-company-boards-helps-avoid-scandals-fraud-and-corruption-92264337d97d
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Thoughts on gender targets

Ian Williamson, professor of
leadership at the Melbourne
Business School

In just about every aspect of
business, organisations use goals
and targets to drive outcomes.
Early in my professional career I
was told by my manager that
“those things that get measured
get done.”

I think the same is true when it
comes to diversity.

It is natural for individuals to
consistently gravitate towards
people to whom they are similar.
To change this behaviour almost
always requires some form of
overt goal.

I think the key is for organisations
to provide a clear explanation for
why they would have explicit
targets so as to enhance the
perceived fairness of the process.
I also think transparency in the
process is key.

Over time, as individuals'
behaviours change (they use
different recruitment sources, they
develop more inclusive
management practices,
interpersonal comfort increases) it
is likely that the targets will no
longer be noticed because the
organisation will develop a culture
that supports diversity. However,
like any other aspect of the
organisation, monitoring diversity
should remain part of an
organisation’s routines.
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Sarah McCullough, Business
Applications Manager, Pacific
National

I know there is a lot of literature
for and against gender targets —
and whilst I know they are not the
silver bullet to this complex
problem I am supportive of the
idea.

People who argue against gender
targets cite that they destroy
meritocracy — which I can also
see.

On the proviso that targets are
used in conjunction with other
strategies for change which target
the root cause of the issue, I can
see the value in such targets.

Any mechanism that helps women

into leadership roles is a positive
one in my opinion — provided it's
positioned correctly and everyone
understands the "why".
Additionally, it's critical that
targets are not the only thing the
organisation is doing to address
the gender divide - they need to
tackle the issue holistically with
programs that target the fabric of
the organisation.

In my opinion, having more
women in key roles could only
enrich our industry, bringing
more diversity in thinking,
differences in EQ and life
experience.

I also am hopeful that as more
women take on senior leadership
roles and we work towards
equality in the workplace, gender
targets will become redundant.

Kate Young
Graduate manager, GroupTech
Westpac Group

I think having targets for all forms
of diversity is an excellent way to
keep these conversations front of
mind. I personally feel very
fortunate to work for a company
who are passionately committed to
giving women great opportunities
at all stages of their career and
investing in them to get there.
Achieving gender targets is a
complex and slow-moving
journey, but having them and
discussing them openly is a lot
more effective than just sweeping
the issue under the rug.

"I think having
targets for all
forms of diversity
is an excellent

way to keep these
conversations
front of mind"

Kate Young




"Women's low participation in the workforce and leadership roles is a business issue - costing women,
companies and ultimately entire economies. More deliberate efforts will be needed by governments and
businesses to ensure that the full talent pool of women is educated, recruited and promoted. The moral case
for gender equality has, in the most part, been won. The business and economic case is also increasingly
understood. The Fourth Industrial Revolution now presents an unprecedented opportunity to place women'’s
equal participation in the workplace at the heart of preparations for the shifts to come."

Saadia Zahidi
Head of employment and gender initiatives, World Economic Forum executive committee member

Symes Group helps organisations

set, meet and exceed gender targets




Young leaders
of today

Kate Young, manager of the graduate and intern programs
at GroupTech Westpac is carving an impressive career for
herself that shows great promise. On the way she
supports and elevates young graduates joining the
workforce, particularly young women.

By Barbara Harvey
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"My journey to become a
leader has been shaped by
working with great leaders
at all points of my career."

Kate Young
Manager, graduate and
intern programs

BH: Kate, how did you come
across Symes Group?

KY: I first came across Symes
Group as part of a program

for Young Leaders that I am on at
Westpac. Since then, I’ve had the
opportunity to attend a number of
sessions and workshops with Jess,
Barbara and Pearl, and I really
value how committed they are to
helping women tap into all aspects
of their own potential.

BH: What has been your
leadership journey?

KY: My journey to become a leader
has been shaped by working with
great leaders at all points of my
career. I’ve been fortunate enough
to have worked alongside people I
admire, respect and can learn
from in all the roles I've had - good
and bad.

I started my career in public
relations and communications and
when I was very junior. My
leadership style was adapted from
observing the qualities in my
team’s leaders that I admired. To
this day, I still credit one of these
people for teaching me everything
I know! A few years later I made a
career side-step into Westpac as an
executive assistant. In this capacity
I had the opportunity to support a
number of senior people in the
bank, which gave me an insight
into leadership from an executive’s
view.

BH: What are you most proud of in
your career?

KY: I started out in a career that I
thought would suit me, but ended
up being the completely wrong

industry for me! Going to work
was mentally and emotionally
challenging when I was doing
something that didn’t fit me — even
though I had great colleagues and
friends around me in these roles.
Getting myself out of this situation
and into a company and career I
genuinely love was a pretty big
milestone when Ilook back on it.
My career just sort of took off
from there — which I suppose is no
coincidence when you are happy
going to work.

I’'m such a big advocate for
changing things if they’re not right
for you; and that this is entirely
possible with a little persistence.
BH: Where do you see

yourself in five years?

KY: ’'m not someone who typically
career-plans, but when I joined
Westpac I always had the goal of
being here for at least 10 years in
the back of my mind. Three years
in and I’ve had four different roles
so who knows where I will be in
another five years.

I’'m a very structured person in all
other aspects of my life but when
it comes to my career, I'm excited
by the fact I have no idea what
opportunities are going to open
up.

BH: What are your interests or
passions outside of work?

KY: I'm big into fitness, health and
nutrition so I spend a lot of my
spare time being active and eating.
At the start of 2017 I committed to
ticking off 50 of Sydney’s best
breakfast spots. 'm only 16-in so I
have some catching up to do!

DIVERSITY

BH: What do you think are the
biggest challenges

for young female graduates
entering the workforce for the
first time?

KY: Often the biggest challenges
for anyone starting out in their
career is just getting a foot in the
door. I know it hit me in the face a
few times, but I do believe that the
rejection has been just as
important in my own journey as
the successes I've had (admittedly I
couldn’t see it at the time). I've
worked in environments that have
been largely female, and also those
which are male-centric, and each
has its challenges. Finding
confidence and understanding
your own worth can be a struggle
for young women, which is why
it’s so important to make use of the
networks around you.

BH: What is your advice for
graduates?

KY: I always tell my graduates that
your brand is your number one
asset. Being easy to work with will
never fail you, and going outside
the realms of your job
responsibilities will pay dividends.
I think it’s also important to just let
the process happen — we live in a
world where we have access to
everything we want immediately,
but sometimes just letting time
take care of things is the only way
to go. Lastly, you don’t have to be
running a team of 100 to be a
leader, even the most junior
person in an organisation can
create leadership opportunities for
themselves. 61
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Women 1n
the c-suite

Studies have revealed that while emphasis has been on
increased representation of women on boards in ASX companies,
increased representation in c-suite roles have not. Sarah
McCullough, aspiring chief information officer, wants to be part

of a new statistic. Barbara Harvey finds out more
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ASX 500 executive key
management personnel

by gender (%)

Female

Male

BH: How did your career in IT
begin?

SM: I started my IT career as a side
gig whilst teaching scuba diving in
Sydney harbour. I really loved
scuba diving but found the cold
winter dives too much, so I got an
office job temping in IT. Within a
few months of hard work and
building up relationships, I
worked my way up to being the IT
supervisor and shortly after that
the IT manager.

In 2008 my partner and I decided
to do the traditional Aussie thing
and packed up our lives to hit
London on a working holiday.

I was lucky enough to snag a job at
a small investment bank as their
head of IT and worked for a great
chief financial officer whilst there,
who taught me that you don’t need
to be an extrovert to be a great
leader.

BH: You were nominated for the
Telstra Women’s Business
Awards businesswoman of the
year, can you describe your
leadership progression?

SM: Upon moving back to
Newcastle I took up an IT role in
Pacific National — which is a great
Aussie company providing
hundreds of jobs in regional areas.
I have been lucky enough to
progress quickly within PN, and its
parent company Asciano, after
doing a variety of roles including
service delivery, program delivery,
customer experience, innovation
and now applications

90.8% /
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9.2%

Source: https://www.wgea.gov.au/lead/setting-gender-targets

management. I credit this in part
to a stack of hard work, but also to
great peers and a very supportive
CIO who was open to adding
diverse skills into IT and actively
promoted women.

Lastly, in 2012 I finished my MBA
in computing which gave me
some great tools and taught me a
lot about leadership.

BH: What are your career
aspirations?

SM: In five years I hope to bein a
fulfilling and challenging role that
Ilove, ideally in a coastal or
regional location.

I see the next step as a CIO role —
and am actively working towards
that with great determination!
Being a CIO for me would mean
I've broadened my IT experience
and business acumen enough to
be trusted with the top job —and I
would see it as an honour to
represent IT for an organisation.
BH: How unique is it to be a
female CIO and why are there
not many female CIOs?

SM: I don't come across many
female IT CIOs, in fact I can name
only a handful of them in our
industry at the top.

I think this is partially due to the
fact there are fewer females in C-
suite roles but also because CIOs
commonly originate from
technical backgrounds such as
engineering or infrastructure — of
which fewer females choose or
are encouraged to study.

Whilst programs like FITT are

doing fantastic work encouraging
girls to study STEM programs, we
still have some catching up to do.
Another factor is that women may
be less likely to put up their hand
for roles.

I recently learned a great lesson
when taking over the applications
portfolio for the organisation I
work for - just because I haven't
done a similar role before or don't
have the technical depth doesn't
mean I can't take on a role, learn
on the way and apply my other
skills to be successful.

The other factor could be gender
discrimination or similarity bias —
with most CIOs normally being
placed by the CEO, CFO or board,
who are predominately male in
most countries.

BH: What in your opinion will it
take to change the balance of
female leadership in IT?

SM: A few simple things could go a
long way to turn the tide.

More women in junior IT roles
would help the promotion of
women to senior roles.

Flexible working conditions that
support family life would help - to
make it easier to juggle any senior
role with other commitments.
These would help but probably the
most powerful would be more
senior leaders mentoring and
encouraging and promoting
women into senior roles, like my
previous boss who is an active
supporter of diversity and women.
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