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The Maybanke Lecture
Sydney Community Foundation was established in 2004, with
the knowledge that community really matters and we are just
concluding our 10th anniversary year. It is a not for profit public
philanthropic fund which seeks to care for, and make Sydney a
better place. We offer a simple way for people from all parts of the
community to make tax-deductible donations to support the work
of organisations across Greater Sydney – organisations which work
to make Sydney a more inclusive and creative city. Individuals,
families, organisations build endowments over the long term, or ask
that their donations make an immediate impact, using the grantmaking expertise of our staff and our knowledge of community
organisations.
The Maybanke Fund within Sydney Community Foundation was
established in 2010. My husband Tony and I wanted to provide
a vehicle to honour the women’s advocate and social reformer,
Maybanke Selfe Wolstenholme Anderson who lived from 1845 to
1927. Maybanke Selfe came to Australia aged nine and grew up in
Sydney to become a feminist and educator. Her own experiences led
her to play an active role in the promotion of the rights of women
and children in Australia. She was a leader in the women’s suffrage
movement, and worked for Federation. She established the first free
kindergarten in Australia to support the children of the inner city
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and their working mothers. She founded the Kindergarten Union.
She wrote extensively, and founded the newspaper, the Woman’s
Voice.
I am proud that Maybanke is my middle name and I am proud to be
Maybanke’s great, great niece – my grandmother and mother called
her Aunty May.
The Maybanke Fund supports causes across the range of
Maybanke’s work and, through the annual Maybanke Lecture,
honours her life, and promotes public discussion of the issues and
areas where she was active, and that are still current in Sydney some
100 years after her public work. Thank you to the many in this room
who have become donors to The Maybanke Fund. We are slowly
building a corpus and have distributed grants for the last three
years – Maybanke Scholarships support mature age Indigenous
students who are training as fully qualified Early Childhood teachers
at Macquarie University. We are thrilled to have been joined in this
by the Sherry Hogan Foundation and three additional Maybanke
Scholarships are now given out each year. Professor Alma Fleet from
Macquarie University established this scheme with us and is here
tonight. In 2014, The Maybanke Fund also gave a grant to the Plum
Tree Centre in Marrickville, which supports families and children
with a disability.
Maybanke gave her first public lecture on 6 May 1891.
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The inaugural Maybanke Lecture was delivered on 6 May 2013 by
distinguished writer and journalist, Adele Horin. Adele is with us
tonight. Adele’s lecture From Suffragettes to Cyberfems – Women
journalists in a changing media landscape traced the history
of women in Australian journalism and connected the story of
Adele’s own career to the issues that Maybanke wrote about in her
newspaper the Woman’s Voice.
The 2014 Maybanke Lecture was delivered by Dr Susan Feez and
Professor Margaret Sims from the University of New England. Susan
focussed on Maybanke’s role in early childhood education in Sydney,
the story of her nieces’ study with Maria Montessori in Rome in
1913, and the history of Montessori education in Australia. Margaret
discussed the legacy of her work and other issues in contemporary
Australian early childhood education. These fascinating and
scholarly presentations by Dr Feez and Professor Sims have now
been published.
Tonight we are privileged to listen to Lucy Brogden whose topic
links to Maybanke’s many writings about women and work. Lucy
will tell us of her connection to Maybanke, which first fascinated our
family when my sister Chris saw a birth notice for Trinity Maybanke
Brogden in the Sydney Morning Herald some seven years ago.
Lucy has a strong commitment to helping others and building
stronger communities. She was a Director of Sydney Community
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Foundation from 2006 – 2010 and during that time she established
with Wendy McCarthy AO, our Sydney Women’s Fund, of which
they are now both Patrons. She serves in many other voluntary
and professional organisations as Board member, and in active
leadership. Her primary areas of focus are issues facing women and
girls, and mental health and wellbeing, particularly in the workplace
and the community.
Lucy has more than 25 years commercial experience with companies
including Macquarie Group and Ernst & Young and more than ten
years in organisational psychology. Specifically, she has worked
in trusted advisory roles with some of Australia’s leading CEOs,
Managing Partners, Ministers and Chairs in investment banking,
finance, law and government.
I am delighted to invite Lucy to give the 2015 Maybanke Lecture, A
crack in the lens: women working for women.
Rosalind Maybanke Strong AM
Chair, Sydney Community Foundation
6 May, 2015

A crack in the lens: women working for women

4

5

The Maybanke Lecture 2015

A crack in the lens:
women working for women
Lucinda Brogden
6 May 2015
Acknowledgements
I acknowledge and pay respect to the traditional owners of the land
on which we meet – the Gadigal people of the Eora Nation. It is
upon their ancestral lands that we gather tonight. As we share our
own knowledge, interests and company we also pay respect to the
knowledge embedded forever within the Aboriginal Custodianship
of Country.

•
•
•
•
•
•

His Excellency General the Honourable David Hurley AC 		
DSC, Governor of New South Wales and Mrs Linda Hurley
Councillor Jenny Green
Rosalind Strong, AM, Chair Sydney Community Foundation
Wendy McCarthy, AO Patron of Sydney Women’s Fund
Assistance of the Agency for Gender Workplace Equality 		
particularly Dr Heidi Sundin and Dr Linda Peach
Professor Laurie Rudman at Rutgers – via email

A crack in the lens: women working for women

6

Maybanke Anderson
Let me start by declaring an interest in and bias for Maybanke so
strong that our daughter’s middle name is Maybanke in recognition
of our admiration for the woman. I am pleased to report that Trinity
Maybanke is growing into a courageous, intelligent young girl with a
strong interest in community and the world around her and a great
love of learning.
Rosalind Strong has told you something of Maybanke – we need
to question why she is not celebrated more. In fact there is a
pantheon of great women in modern Australia’s early history that we
overlook - the great women of the suffrage movement, the education
movement, and the women’s movement.
Maybanke Selfe Wolstenholme Anderson was a foundation vicepresident and subsequent president of the Womanhood Suffrage
League of New South Wales. She was also a member of the Women’s
Literary Society, a group which had serious intellectual and feminist
aspirations, and a founder of the Australasian Home Reading Union
which sought to spread systematic reading by establishing small
study circles, book clubs across the State.
She published and edited her own fortnightly paper, the Woman’s
Voice – which she described as being ‘democratic but not
revolutionary; womanly but not weak; fearless without effrontery;
liberal without licence’. Sadly like too many intellectual publications
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in this city it had only a short – but influential life.
She was an organiser of the University Women’s Society, always
keen to remind women of the need to grasp the opportunities
becoming available to them. Through the National Council
of Women of New South Wales, she organized the Citizens’
Association, which worked to allow women the right to be elected to
municipal councils.
In 1919 she published Mother Lore, a handbook on developing the
intelligence of babies and the education of young children. And it is
here we see her true passion reflected – the holistic development of
girls:
“How can education alone save the girl from the
encompassing crush of existing conditions?
This is a question for women… Teach the girl child early,
and let her clearly understand that on her must devolve a
great and noble task – the continuance and preservation of
the race. Lead her, and help her to prepare herself for her
work – her body for health, her heart for love, her mind for
the intelligent care of the coming generation. Exalt her
office, honour her as all honour the preserver of life, and
give her conditions, which will enable her to live
honourably”.
I would also like to acknowledge some other great women. And I
draw reference from Maybanke – she wrote of her good friend, Rose
Scott a fellow feminist, suffragette and advocate for women’s rights.
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“The friends of bygone days become memories and one
is apt to forget in the bustle of today the workers who
thought and toiled for the liberties we now enjoy”.
My mother is a person who toiled and continues to toil for the
liberties, opportunities and the environment of today. On leaving
school her passion was to be a lawyer. Her father a man of his day
thought this inappropriate. She held onto her passion and as a
mature student with two children in primary school studied law and
fulfilled her dream to become a lawyer. She holds the distinction
of being the first part-time lawyer in her firm, Minter Ellison and
enjoyed a very successful career there.
Today she is doing Joe Hockey proud with second and third
careers in her seventies (just) – as a grazier operating a property
on sustainable, chemical free practices and as Chair of the Hunter
Local Land Services. Local Land Services bring together agricultural
production advice, biosecurity, natural resource management and
emergency management.
It was a mother and daughter dinner at Minter Ellison more than
25 years ago that exposed me/introduced me to the other special
woman I would like to acknowledge and that is Wendy McCarthy.
It was at that dinner that Wendy spoke of the fragility of the
achievements of women particularly in the work place and that we
as the new generation (25 years ago) had a responsibility to protect
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those gains and achievements and continue to work for equality
of opportunity. This was a clarion call to me. I was very fortunate
some years later to be approached by Wendy to establish the Sydney
Women’s Fund with her.

Sydney Women’s Fund and The Maybanke Fund
Sydney Women’s Fund, a sub-fund of Sydney Community
Foundation, is supported by a network of inspired women and
men who give as a force for change – helping women and children
in Sydney to thrive, with the aim of making Sydney a strong, safe,
vibrant community with opportunity for everyone – where all
women and girls can achieve their full potential.
The Maybanke Fund is also a sub-fund of Sydney Community
Foundation to honour the legacy of Maybanke. The Maybanke Fund
connects its community of donors with organisations working to
reduce social inequality through education, women’s advocacy and
social reform – causes that continue to be as important in the 21st
century as they were for Maybanke Selfe Wolstenholme Anderson in
1893.

A crack in the lens
A few years ago I was fortunate to be working with the extraordinary
Audrey Page and the team at Audrey Page and Associates providing
career coaching. I was seeing a range of clients – generally from
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professional services backgrounds, people at all levels of the
organisations, working with them to prepare for their next job or
career.
As part of any coaching there is generally an open ended question –
tell me what the next job would look like – in a perfect world what
do you want to do? After a few weeks I was struck by the number of
women describing all sorts of things about their new role, location,
type of work, type of organisation, but one phrase popping up.
I do not want to work for a woman.
I kept tabs on this comment – about 80% of my small sample said
this. No man said it (and we will come back to that). I spoke to
colleagues and some of them started to track it too and reported
similar findings.
This was very disturbing. Gosh I had been a boss – had I had
this effect of my female staff. As I started to canvass this concept
– without exception no one argued with me – in fact in most
instances people wanted to provide me with evidence to support the
notion. Even when I sent the invitation for tonight to friends I was
inundated with offers of anecdotes and articles.
If this is so common, why aren’t we talking about it and how on
earth can we think we can get ahead if half the workforce doesn’t
want to work for us.
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At the same time in my head was the Madeleine Albright comment:
“There is a special place in hell for women who do not help 		
other women”.
These were questions I could not let go unexplored.

The Facts
I am sure some of you are wanting to question my sampling methods
and I completely agree. So I started to look to more significant
evidence than my random sample. I turned to find real numbers in
empirical studies.
Equally, I am mindful that academic literature in this field is
undertaken through research on university students and small
samples, making it difficult to generalise to the real world. In fact
there are nearly one million articles on Google Scholar on female
managers.
I was therefore very pleased to come across the following study.
In 2011 Kim Elsesser from the Centre for the Study of Women at
UCLA and Janet Lever a sociologist from the University of California
had a sample of 60,470 men and women who were asked to evaluate
their current managers as well as their preference for male and
female managers in general.
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They found only 54% of participants claimed to have no preference
for the gender of their boss – I say this only because I would have
hoped by now we would have advanced this issue further. The 46%
that did have a preference reported in a ratio of 2:1, a preference for
a male boss over a female boss.
Furthermore, of the 5000 plus who reported being a manager, the
majority of women themselves were more likely to prefer male
bosses (75%) over female bosses (25%).
Gallup, the US pollsters who survey across the U.S. regarding
attitudes and behaviours, have tracked this issue for the past 60
years.
In 1953, Gallup first asked, If you were taking a new job and had
your choice of a boss, would you prefer to work for a man or a
woman? At that time, 66% said they preferred a male boss. 5% said
they preferred a female boss, and 25% volunteered that it made no
difference.
In 2014 Gallup reported that people are still more likely to say they
would prefer a male boss (33%) to a female boss (20%) in a new job,
although 46% say it doesn’t make a difference to them.
In an age when women are told to lean in to get positions of power
at work, according to the Gallup data even women are more likely to
prefer a male boss to a female boss.
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An improving trend since 2002 is that the greatest percentage,
continue to say it does not make a difference to them. My goal is for
100% ambivalence as to the gender of one’s boss.
A smaller, but global study undertaken by Randstad Recruitment
reported in 2013 that in Australia male managers are more popular
than female managers. 44% of Australian employees prefer a
male manager compared to 35% of employees that prefer female
managers.
These findings are replicated across the social research. A study
cited a LinkedIn group for professional women – I am sure many of
us belong to one or more of these - that recently asked its members
Does it matter what gender your boss is? and approximately 1800
people, mainly women, responded. While 67% of respondents said
that their manager’s sex didn’t matter, 23% admitted they preferred
a male boss. Only 5% suggested they preferred working for a woman.
A 2011 survey of 1,000 working women, undertaken by the
American Management Association found that 95% of them believed
another woman at some point in their careers had undermined
them. Disappointingly, a 2008 University of Toronto study of
nearly 1,800 employees, women working under female supervisors
reported more symptoms of physical and psychological stress than
did those working under male supervisors.
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Emily Bennington, author of Who Says It’s a Man’s World: The
Girls’ Guide to Corporate Domination asked over 750 executive
women Would you rather work for a man or a woman? and
uncovered some troubling insights. While 56% of respondents
said their manager’s gender didn’t matter, on a margin of 3:1 the
participants expressed a preference for a male manager. Not a big
win for those advocating a more gender enlightened workforce.
Examination of the justification for those who preferred male bosses
revealed that the most common justifications for preferring male
bosses centred on negative attributes of female leaders – many
indicating their preference for a male leader stemmed from their
dislike of the personality of female managers – claiming female
managers tended to be too emotional, moody, catty, gossipy,
backstabbing, dramatic, jealous and petty.

What’s going on?
We could look at this in heavy theoretical terms, and we will just a
little, but let us primarily think of it in lay terms. I am a big believer
in translational or applied research. It is very frustrating when you
think about how long this issue has been around and how much
work has been done to try and understand it.
There are researchers all over the world and here in Australia
analysing this topic. It would seem their work gets hidden in
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journals, lost in translation to real world speak or simply ignored or
denied.
Worse still – I followed some discussions over the past few weeks
that suggested it was as good as treason, failing the sisterhood to
even speak about this.
Like Maybanke I hope to be fearless and without effrontery.
I firmly believe you cannot change what you do not acknowledge.

Underpinning my thesis is the notion of stereotype and bias.
Revealing prejudices can lead to changed behaviour. By calling
attention to an attitude, we’re better equipped to overcome it.
I suspect there may be two fundamental issues at play:
1.
		
2.

As women, we have a different set of expectations for how a
female boss should behave.
As women bosses, we tend to over compensate and change 		

		

our behaviour to be something we are not – and if we are 		

		

not authentic this can and does end in tears – my choice of 		

		

words is deliberate.

So let us start with the first hypothesis – not the least because we
probably all have a view on what a female boss is – how they behave,
operate, look, interact. Take a minute to picture a female leader or
manager.

A crack in the lens: women working for women

16

Given we all do this and are probably doing it right now, we are
calling on our stereotypes and it is from there that I think some
of the issues arise. I truly believe that our prejudice and our bias
operate broadly at an implicit level that is below the conscious
awareness.
Even in highly egalitarian cultures – like Australia, where we view
stereotypes as unfair, distorted stereotypes persist and have a
pervasive effect on social perception.
The earlier data suggested a large number of women not wanting
to work for a woman. But it can and does cut both ways: Women
are not always the best employees to other women either. Female
subordinates can show less respect and deference to female bosses
than to their male bosses.
Let us consider a case study (details have been changed) – Let us
call her Ana. Ana recently started a new job as a Finance Manager.
The role was her first in management and included overseeing three
women who were her age or younger. Ana knew she was qualified for
the position, but from the very first day, she had trouble feeling that
she had their respect, or even their attention. Though deferential
and considerate to her male colleagues, they openly questioned
Ana’s decisions. They went above her head, made comments about
her wardrobe and even refused to say good morning and good night.
She felt like she was back in high school, trying to break into an elite
clique.
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Ana tried various tactics: being overly authoritative, being their
friend. Eventually she stopped trying to get them to respond or
encouraging them to do their jobs as directed. Instead, she fired all
three.
A 2007 study published in the Journal of Occupational and
Organizational Psychology found that both men and women were
less satisfied with female managers who were not empathetic. And
at the same time both tend to resent female bosses who adopted
an abrupt and assertive management style, even if they found it
perfectly acceptable for male bosses. So they question and push
back, answering authority with attitude.

Different expectations, different attributions
I look around the room and think it is a fair assessment that we
are all generally well educated. We would consider ourselves
enlightened in many ways. The rational, conscious part of us is
saying there should be no difference to me whether I have a male
or female boss as long as they are competent and fair. But there
is another part of us, the less rational (and I mean this is in the
technical sense) in our sub-conscious that has some entrenched
views on how women are expected to be and how men are expected
to be in leadership positions.
You can resist this notion if you want to but there are nearly three
million articles, chapters and books on social role theory. The
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majority confirming that we have different expectations of how
men and women should behave and, when that behaviour is not
consistent with the schema, we evaluate the person negatively – role
congruity theory.
These socially shared expectations about how men and women
behave are generally thought of in terms of agency and communion.
Communion – the motive to form social relationships and get
along with others emphasising harmony and affiliation – these
are often described as the female qualities of leadership. Agency is
a motivation towards striving for power and control over others,
assertiveness, efficacy and mastery – the masculine qualities.
Theorists claim that women are expected to be communal and
men are expected to display agency. When a person’s behaviour
is evaluated as being inconsistent with the appropriate sex role,
the individual is evaluated negatively. This incongruity can create
problems for women, as the characteristics considered necessary
for leadership are more frequently associated with the male gender
roles.
Sheryl Sandberg, author of Lean In and Chief Operating Officer
at Facebook, and Adam Grant, Professor of Management from
Wharton, teamed up earlier this year to write a series of Op-Ed’s
for the New York Times. They reported that when male executives
speak up, they receive 10% higher competence ratings; when female
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executives do the same, their ratings from their peers are 14%
lower. Similarly, when male employees offer ideas, they receive
higher performance evaluations; when women offer the same ideas,
managers’ perceptions of their performance remain unchanged.
Further, when a woman declines to help a colleague, people like her
less and when a man says no he faces no backlash. They found that
a man who doesn’t help is busy; and a woman who doesn’t help is
selfish.
Professor Laurie Rudman from Rutgers University called this
the double bind, or tight rope challenge, stemming from this
conflict between the feminine social role and their leadership role.
Female leaders will suffer two forms of prejudice – descriptive
and prescriptive. The descriptive bias suggests that female leaders
are stereotyped as possessing less potential for leadership than
men. The prescriptive bias occurs when actual female leaders
are evaluated less favourably because leadership is seen as more
desirable for men than women.
Rudman and her colleagues called this model Backlash Theory.
Essentially, vanguards – individuals who disconfirm stereotypes
about their groups, directly challenge the cultural beliefs that
legitimise social hierarchies and group-based roles. Retrospectively
vanguards may be celebrated for their accomplishments – and
eventually feted, they initially endure hostile reactions.
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It is hard to account for these responses. Clearly, plain sexism is
not a sufficient answer as there is also solid empirical evidence to
show people do think women are competent leaders. Perhaps it is
a matter of biases so ingrained that our actions still have not caught
up with our enlightened views.
The struggle seems to be converting these views into practice. Our
difficulty seems to be in letting femininity and power go hand-inhand. Mystifyingly, a female leader still strikes many as unnatural
at an emotional level. Perhaps at the end of the day we simply lack
enough compelling models for what female power should look like.
It would appear that women managers are not seen as managers
first. They are seen as women first, and often not through the most
positive lens. We must continue to understand what it will take so
that, perhaps, a powerful woman will not appear threatening or
aspirational, but simply normal.
Let us look at the powerful woman – the leader.

Leadership Styles
At various times in our lives – as children, as we enter the
workforce, we look to people in authority and think – I am never
going to be like that, say that, do that.
I want to look at the behaviour we see that we identify as negative
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and do not wish to emulate. Somewhere along the path we find
ourselves behaving just like that. So what happens? Why do we as
adults appear to perpetuate the negative?
I hear people say – I survived the journey up the ladder – it was
character building.
My strong view is that character building is a euphemism for
trauma inducing – and is not acceptable.

Those looking at the issues regarding the advancement of women
continue to highlight the evidence that the problem is that women
still have to do more than men to prove themselves. This finding
suggests a troubling assumption—that we still do not expect women
to be able to do what men can do. We allow that it is possible, but
our baseline expectations are that men are more capable. This
puts women in the position of having to go above and beyond the
standards to which men are held in order to demonstrate their
competence.
In the academic literature and in the media generally there is a
continuing dialogue around leadership styles – what it takes to make
a good leader. There are names and labels applied to the various
models. Universities and training institutions charge substantial
dollars to help you become a great leader and manager.
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To make it easier to discuss and because others have characterised
it this way – we can conceive of leadership in two broad models –
charismatic and autocratic. It is better to consider the models in this
frame rather than to analyse leadership in terms of masculine and
feminine constructs, which continue to perpetuate the difference in
styles based on men and women rather than the actual behaviours. I
am not a fan of the term feminisation of the workplace.
When employees see the way the leader listens, brings people
together, sets a vision, gives meaning to the mission and
rallies others towards the common goal, they are providing
transformational or charismatic leadership. At the other end of the
spectrum is the leader who has total authority and control over the
main decision making and closely monitors employees until the job
is completed – they are considered autocratic.
A controversial version of the authoritative style is that of the Queen
Bee.
Queen Bee syndrome was coined in the 1970s, by researchers
at the University of Michigan — Staines, Jayaratne and Tavris.
They studied the promotion rates and the impact of the women’s
movement on the workplace. They presented their findings, based
on more than 20,000 responses. They found that women who
achieved success in male-dominated environments were at times
likely to oppose the rise of other women.
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Queen Bees are senior women in often, but not always, maledominated organisations who have achieved success by emphasising
how they differ from other women. Although the behaviour of Queen
Bees tends to be seen as contributing to gender disparities in career
outcomes, I support the argument that Queen Bee behaviour is
actually a result of the gender bias and social identity threat that can
produce gender disparities in career outcomes. The theory proposes
that gender-biased work environments shape women’s behaviour
by stimulating women with low gender identification to dissociate
with other women and to display Queen Bee responses as a way to
achieve individual mobility.
The question is, 40 years later – why is this still going on? Speaking
to many women in workplaces today it seems this syndrome still
thrives. Women argue that far from nurturing the growth of younger
female talent, they see colleagues pushing aside possible competitors
by undermining their self-confidence and professional standing.
In 2010, the Workplace Bullying Institute, a national education
and advocacy group, reported that female bullies directed their
hostilities toward other women 80% of the time—up 9% since
2007. Male bullies, by contrast, were generally equal-opportunity
tormentors.
It is a trend thick with irony: some of the very women who have
complained for decades about unequal treatment now perpetuate
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many of the same problems by turning on their own. So what is
going on? David Morrison, Chief of the Army said at the G(girls)20
Summit in Sydney last year – one the hardest cohorts to bring
around to the cultural change the Army is trying to embrace is the
senior women.
As the old male-dominated workplace has been, and is being,
transformed, many suggested that the rise of female leaders would
create a softer, gentler kind of office, based on communication,
team building and personal development. Instead, some women are
finding their professional lives dominated by high school mean girls
now grown up: women with something to prove and a precarious
sense of security. Sadly, there are probably some mean girls, but
I think something else might be going on and might be part of the
issue David Morrison spoke of.
Though it is getting easier to be a professional woman, it is by no
means easy. Some women —especially in industries that remain
male-dominated — worry that their perches may be pulled from
beneath them at any given moment (and many times, they are
indeed encouraged to feel this way). Made to second-guess
themselves, they try to ensure their own dominance by keeping
others, especially women, down.

Conclusion
I am a tutor at Macquarie University – I teach organisational
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psychology. My students consistently raise a comment with
me regarding their academic readings. The studies are very
good at identifying and quantifying issues but not very good at
proposing solutions. Generally I would agree – the majority of
recommendations are for companies to adopt more policies, develop
more training.
I want to step beyond the identifying and quantifying and be brave
enough to share what I think we might do to address this issue. I
think this is where the academics feel they are moving from their
comfort zone – evaluation of interventions is hard and often not
funded – and as a rule they only like to talk about evidence based
solutions.
This leads to a virtuous circle.
I am prepared to be brave and bold – based on my research and my
life experience I am going to propose some things we might be able
to do to change this attitude.
My goal is to see a much higher level of ambivalence regarding
the gender of ones boss.

So how do we do that?
I go back to where I started – or where Wendy McCarthy got me
started 25 years ago – I believe we need to fully appreciate and
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acknowledge that while the achievements of women have been rapid
and substantial over the past 25, 50 years – they are still relatively
embryonic and we need to continue to celebrate and nurture and
protect them.
With all early stages of change and new systems, mistakes will be
made. So let us learn from those mistakes – and make sure we do
not repeat them.
Again I come back to the wisdom of Maybanke. She said:
“Indifference was a much more difficult enemy than open
opposition”.
We cannot be scared or put off by the skeptics, the critics. We need
to listen to their arguments and consider them in the context of our
knowledge, experience and philosophy. If our goal is to encourage
greater diversity in our workplaces, in our society we need to keep
learning, thinking, challenging and adjusting.

Celebrate the Vanguards
It saddens me when I hear of women who pull up the ladder behind
them. Women, who persecute, or at the very least do not support
and develop their female staff. Women who have trouble embracing
workplace change that will assist this generation of new working
women, and future generations. But rather than rail against it I
think it is important to understand it.
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Speaking to some of the women guilty of this behaviour you hear
a similar message or line of argument that you hear from men in
culturally inappropriate work environments – I survived – it was
good enough for me. As I said earlier this is not character building,
it is trauma inducing.
Rather than just telling them they are wrong we need to actually
recognise their achievements in the face of difficulty and challenge.
We can be too quick to dismiss the difficulties the vanguards faced.
As women we should be grateful for the paths they have created for
us.
I strongly advocate celebrating and acknowledging them – Sydney
Women’s Fund has introduced the Saluting Sydney Women event
each year and there are many similar opportunities. But I suggest
we need to do it for all the women who have been ahead of us –
genuinely try and put ourselves in their shoes – did they make
sacrifices, did they face challenges.
Equally, the ladder lifters should take some time to reflect on their
own behaviour – and reflect on what they want their legacy to be.
We all have a legacy to leave and we can all shape and create that
legacy – being the first to do something is not a legacy unless you
change the path for others to be the second and third and join
you at the destination.
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Philosophy for Leadership
On my life’s journey I have learnt the importance of consciously
developing a values set and philosophy framework to help me
understand the world around me. I grew up in a family that
discussed ideas, debated ideas virtually every day. As I approached
18 and was coming to my first vote – my parents were adamant
that I should not blindly adopt their politics and encouraged me to
contact the major parties and get copies of their policies (this was
pre-internet). I did, and I actually read them, and I believe that since
then I have made informed choices about my politics. And so with
the important things in life it is important to develop a personal
philosophy to inform and guide your decision-making.
This is essential for leadership. Talk to new parents and they tell
you – that babies did not come with a handbook, and they did not
– however since at least the days of Maybanke we all seem to be
reading up on how to parent and parenting styles. Whether it was
Maybanke’s Mother Lore, Dr Benjamin Spock’s Baby and Childcare,
Robyn Barker’s Baby Love or even Kaz Cooke’s Up the Duff.
Yet when I talk to my friends about their working lives they invest
time in reading and studying the technical aspects of their role but
virtually no time developing their own philosophy and style for
leadership and management.
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People like to say good leaders emerge, they are not trained – and
maybe some do, but for most it requires conscious learning. So for
women and men I believe it is important to study and reflect on
the type of leader you want to be – develop a plan to be that leader.
This doesn’t mean wading through academic tomes and attending
expensive courses. Reading some of the leadership classics – and
they are classics as they have something to add – this reading list
comes from working with an exceptional corporate leader for eight
years in Allan Moss – he continually worked on his philosophy for
leadership. His reading list included:
•

Tsun Zu – Art of War

•

Dale Carnegie – How to Win Friends and Influence People

•

Stephen Covey – 7 Habits of Highly Effective People

More recently, I would add Sheryl Sandberg’s, Lean In.
It can also be seeking out and talking to good leaders – it can be
observing leaders and learning from them, consciously learning,
watching what works and what doesn’t. Becoming a leader is far
from a passive process. It requires serious mental engagement and
thought.
When I became a new parent I was struck by how much thinking
it involved. The love was innate but the decision making for the
best interests of all the stakeholders was hard cognitive work.
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Fortunately, most of us have good role models to follow. But
while there are still relatively small numbers of women in senior
leadership and management positions, finding the good role models
can be hard. Find a good one and work with them.

New entrants to the working world
For those new to the professional working world – a great piece
of advice that is a theme in all the above-mentioned books is –
your primary job is to make your boss look good. If you are busy
undermining, complaining about, or even sabotaging the boss, you
cannot be demonstrating your own skills and talents. This sounds
trite but it is essential. I recall an incident recently where the head
of a department was complaining about lack of advancement in
her role. Her role comprised of two components, strategy and
compliance. She had let the compliance part slip. When her boss
pointed this out, she said “Oh I do not do compliance.” From the
Chair down we all do compliance. If you do not do it well, you do
not look good, your boss doesn’t look good, and you do not move
forward.

Stereotypes
At the beginning I said that we cannot change what we do not
acknowledge. Some of the stereotypes we carry within us are so
entrenched – they are almost primal in nature. It takes a long
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time to create new stereotypes to the point that gender roles in the
workplace are
Lord Victor Adebowale, a People’s Peer in the UK House of Lords
and CEO of Turning Point, a health and social care organisation
said:
“The challenge is to create a dialogue that allows for the
examination of the self as an instrument of judgement
…the tyranny of certainty is the biggest block to change…”
There is a skill to learn for all of us to actively, consciously challenge
our stereotypes. We, the women in the workplace must check our
thinking – am I being fair and objective, is my assessment of this
person influenced by the fact the person is male or female.
Broadly, we must maintain our vigilance and activity when we see
the stereotypes being perpetuated. For some time I resisted this
activity but now after many years working in mental health and
working on stigma reduction – the only way to change stereotypes is
to call out the negative, invalid, incorrect stereotypes.
I was so disappointed to read an article at the weekend on the birth
of the Princess in England. The commentator was talking about
what her future might hold – sadly a strong interest in fashion –
and reflecting there had not been a glamourous little Princess since
Princess Margaret – and complaining Princess Anne was not that
interested in fashion. When it was suggested that perhaps the new
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Princess might follow her father into the army – the commentator
said that this was possible as there are now some beautiful women
in the military. Sadly the commentator was a woman – please let us
all try to think before we speak.
We cannot hope to change stereotypes if we are not prepared to
show that they are out dated. So how does this all come back to
Maybanke Anderson? To put it bluntly Maybanke called it as she
saw it. She worked with whomever it took to make her/our society
better. She appears to have been authentic to herself and she
worked to promote and protect her gender in the broader interest of
developing an equal and civil society.
Amongst her correspondence are letters showing that the she
and the women she worked with sometimes had trouble working
together on some issues. But to Maybanke’s credit she worked hard
to resolve the differences – always focused on the bigger agenda.
My mother had to fight to go to university – I just assumed I would
and for a long time took it for granted.
My mother had to negotiate part-time employment – I just assumed
it would be there when I needed it – by now I have learnt to
appreciate it.
My mother had to do her job and serve the tea in meetings – I just
assumed people could make their own tea if they wanted it.

33

The Maybanke Lecture 2015

My mother had to work at the office and run the house – that’s just
how it was – I just assumed John and I would share the load and
that is just how it is.
I am sure, Trinity Maybanke will look back on this speech and not be
able to recognise the issues we have discussed tonight. She will go to
work, have a boss and that will just be how it is.

A crack in the lens: women working for women

34

Lucy Brogden with daughter Trinity Maybanke Brogden
The Maybanke Lecture 2014
Photo credit: Amanda James
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