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Developing a Gender Balanced Mindset for Leadership and Organisations 

 

Summary 

 

This article, in Caplor Horizons ‘Thought Leadership Series’, is about developing a Gender Balanced 

Mindset for Leadership and Organisations.  

 

We start by pointing to the continuing global gender gap and drawing on the findings of workshops we 

have delivered. We go on to put these findings into the context of a growing body of research that has 

been undertaken at an international level. We then question how much truth exists in the stereotypes 

and biases that people hold and what should be done about this. 

 

Next, addressing the question of how leaders can achieve gender balance to enable both women and 

men to thrive, we offer nine points: 

 

1. Start by reflecting on your own beliefs about women and about men in leadership. 

2. Figures matter but deeper reflections and conversations matter even more. 

3. Understand the reasons why your balance isn’t working and take action. 

4. Build and encourage support networks. 

5. Encourage excellence. 

6. Challenge the assumptions and inequalities in your organization! 

7. Learn from other organisations and cultures.  

8. Challenge perceptions about what we mean by good leadership. 

9. Build our own balanced leadership. 

 

We start and conclude by putting forward three quotations that say a lot about the need for more 

gender balanced leadership in today’s organisations: 

  

 

 

 



 

 

“No country can ever truly flourish if 

it stifles the potential of its women 

and deprives itself of the 

contributions of half of its citizens.” 

 

Michelle Obama 

            

 

 

 

 

“I want to be respected in all of my 

femaleness because I deserve to be.”   

 

Chimamanda Ngozi Adichie 

 

 

 

 

 

“We need the 3 W’s  

- women, water and 

well-being”  

 

Muhtar Kent, CEO of Coca-Cola  

(speaking at the World Economic 

Forum Annual meeting in Davos) 

 



Introduction  

 

It is said that talent and technology together will determine how the next revolution can be harnessed 

to deliver sustainable economic growth, social cohesion and environmental benefits to society. Yet, as 

Michelle Obama says, if half of the world’s talent is not integrated— as both beneficiary and shaper—

into the transformations needed, we will risk a rise in inequality. 

 

The 2016 Global Gender Gap Report, covering 144 countries and delivered by the World Economic 

Forum quantifies the magnitude of gender disparities and tracks their progress over time. It focuses on 

the relative gaps between women and men across four key areas: health, education, economy and 

politics. More than a decade of data has revealed that progress is still too slow for realizing the full 

potential of women in the global community. It shows that, on average, the 144 countries covered have 

closed 96% of the gap in health outcomes between women and men, unchanged since last year, and 

more than 95% of the gap in educational attainment, an improvement of almost one full percentage 

point since last year and the highest value ever measured by the Index. However, the gaps between 

women and men on economic participation and political empowerment remain wide.  

 

For organisations to be long term sustainable, the role of women in the workforce is a critical factor to 

consider.  

 

At Caplor Horizons, we ran a workshop for our advisors and partners, both men and women, on 

‘developing a gender balance mindset’. We wanted to discover how people instinctively view both male 

- and female - leadership, and whether we tend to perceive any differences between the two. We asked 

all participants to quickly write (on post-it notes) the words that they associate with female or male 

leadership and then stick them up on two flipcharts.   

 

Our findings were revealing and are in line with results of other workshops and the growing body of 

research. The words we saw confirmed that there are indeed some very big differences in how we 

perceive the ways that women and men tend to lead. 

 

On our ‘male leadership’ flipchart the words we saw included the following: 

‘power-based, hierarchical, strong, rational, analytical, evidence-based, logical, action-

orientated, incisive, autocratic, structured, ego-driven, top-down, self-assured, assertive, 

authoritative, decisive, self-confident and charismatic’.  

 



These words were consistent with the traditional (originally military-inspired) heroic leadership model 

that still dominates many organisations today.   

 

On the ‘female leadership’ flipchart we found some very different words: 

‘collaborative, consensus-building, soft touch, intuitive and insightful, caring, sensitive, 

emotional, colourful, open, invisible, strong, thick-skinned, risk averse, nurturing, not recognised, 

and under-rated’. 

 

On both charts the words were a mix of positive and negative sounding descriptions, but on the female 

chart we found a different emphasis that pointed to a more expressive, nurturing, and collaborative 

form of leadership, more reflective of a distributed leadership model.  

 

The literature on unconscious bias points us to the many beliefs people hold about women and men and 

how these beliefs underpin ideologies about women. Ideologies or belief systems have a profound 

impact on the lives of women and include beliefs such that “women are weak” yet at the age of 7 girls 

and boys have the same strength, and that “women have different brains”, as exemplified in a recent 

debate sparked by an employee of Google. However, the latest research on neuroscience disputes this 

(Hyland 2017). So, it is not surprising that women leaders in organisations that have historically been 

shaped by the model of the “heroic” leader have an uncomfortable journey through the management or 

leadership pipeline. Their need for “mastery” in leadership in the volatile and uncertain futures world, 

requires both those who hold the privilege of power in organisations to stop and reflect on how they are 

going to use the “potential of half the world’s population” and for women themselves to learn to use 

their models more assertively. 

 

We advise against seeing all women as an homogenous group and suggest that looking at the dynamics 

between women of different races, disability, age, class and sexual orientation, for example, is also 

critical as the ideologies of those and other ‘protected characteristics’1 can and do also come into play. 

 

We also recognise that both kinds of leadership approaches may be needed and both genders need to 

develop them. The dichotomy in the west of “either or” thinking, often limits the nature of debate on 

balance.  

 

 

                                                      
1 https://www.equalityhumanrights.com/en/equality-act/protected-characteristics 



 

Different approaches to leadership are necessary at different times, but we need to recognise that 

currently one model often has a greater value placed on it than other - the heroic leadership model is 

generally valued more than the collective and distributed leadership models, whether consciously or 

unconsciously. Indeed, the literature on leadership is dominated by male writers so the notion that it is 

indeed ‘his-story’ is correct. However, in the new and uncertain future of climate change, depletion of 

biodiversity, increased inequalities and volatility that we face, collective approaches as opposed to more 

heroic approaches to new and different solutions will be needed. 

 

In this article, we explore what these differences mean for ourselves as leaders and for our 

organisations. We ask how much truth there might be in these assumptions of such big differences and 

what action is needed if we want to build more gender balanced, equal and transparent leadership in 

our organisations. Finally, we offer some thoughts on what leaders can do to readdress imbalances. 

Where possible, this is considered from an international perspective, recognizing the importance of 

context. 

 

How much truth is there in the stereotypes and biases we hold and what should we do 

about it? 

 

Professors Carole Elliott and Val Stead are leading thinkers and researchers in the field of women’s 

leadership. Their research has found no clear evidence of explicitly different female leadership traits, 

but they have uncovered numerous influential myths about women’s leadership. These myths, or as the 

authors prefer to call them, ideologies, are clearly shaping our perceptions of good and bad, desirable 

and undesirable behaviours of leadership and our expectations of what leadership should be. They also 

become predictors of where women leaders sit in the management or leadership pipeline and what 

barriers they face. They warn us that the research into women’s leadership traits is contradictory and 

has produced mixed findings. 

 

Many observers, including the participants in our own workshop, have noted that women leaders tend 

to prefer less heroic leadership models. Whereas men often feel that, to succeed, they should behave as 

assertive, powerful, decisive figures, women tend to prefer less hierarchical forms of leadership, which 

manifest themselves in more egalitarian, intuitive and team spirited approaches than many of their 

male counterparts.  

 

 



 

Whether these differences are learned social behaviours or driven by neurological differences has been 

a matter for debate. However, we are persuaded by Clive Hyland in his recent book, The Neuro Edge 

(2017), who suggests that there are no fundamental differences in the brains of men and women.  

Evidence from the literature on how gender identities develop suggest that the messages we get about 

what it is to be a girl or a woman and what it is to be a boy or a man start at birth and are also 

influenced by our cultural context. It has been demonstrated that in the west, differences in dress codes 

of babies often predict how adults will react to them. In experiments to identify responses to baby girls 

and baby boys, girls dressed as boys are offered train sets while boys dressed as girls are offered dolls by 

well-meaning carers.  Similarly, in many cultures, the expectations of women as home makers and 

carers and men as bread winners persist. These ideologies have a direct impact on how organisations 

are shaped and engage with the workforce available to them. 

 

Another, less convincing narrative about women leaders, and across many cultures, is that they are 

‘selfless givers’ who ‘like helping’ and prefer to support rather than lead. Elliott and Stead argue that 

this description simply reflects the traditional masculine notion of leadership as an individual, ‘top-

down’ activity that fails to recognise the value of a more consensual way of leading that many women 

(although of course not exclusively women) prefer. The continual justification, often couched around 

better decision making and efficiency, continues to support heroic leadership as the preferred model of 

leadership. This is particularly true when organisations are under pressure and have to deliver quickly.  

 

One of the challenges that we see with this is that society, (and indeed many organisations) in favouring 

the masculine model of leadership, forgets that this will result in inequalities in promotion, recognition, 

and, of course, pay and indeed may create greater poverty for women. In the UK, for instance, publicity 

has been given to the enormous pay differentials between men and women that recently came to light 

in the BBC. This illustrates how deeply entrenched such discrimination can be, despite it being almost 

fifty years since equalities legislation was introduced! Indeed, one can question if the legislative 

attempts in Europe and internationally have fully worked to readdress inequalities.  

 

People often rationalise this ongoing gender pay gap, and the pitifully low numbers of women as Chief 

Executives, entrepreneurs or indeed in the board room in many countries across the world, contrasted 

with  the staggeringly high numbers in low paid and unskilled occupations, by pointing to the ‘time out’ 

from the workforce that many women incur when taking maternity leave (in countries it is available), or 

indeed facing unemployment and poverty in countries where maternity leave is not available. This is, 

however, only a part of the story.  



Traditionally-organised company rules and practices have rarely been geared to supporting working 

parents, often offering little or no flexibility in working hours or working location, and often scheduling 

meetings or social engagements after work. In practice, this has disproportionately affected working 

women more than working men, as few working fathers had the courage to ask their employers for time 

off equal to their spouses, fearing that this would be perceived as ‘lack of commitment’ to their careers. 

We also believe that, critically, this has resulted in women not being able to participate in influencing or 

making key organisational decisions, which often take place outside the boardroom or formal meetings 

in informal gatherings, be they in the local place of worship or in the pub after work.  

 

Professor Caroline Gatrell has researched the conflict for both women and men in work for many years. 

She argues that this lack of flexibility has also led to the modern phenomenon of ‘presenteeism’, also 

affecting women more than men. Women feel unable to take time off when ill (or when their children 

are ill) for fear of this being taken as lack of focus or career orientation. Women leaders often complain 

that they feel forced to minimise, or even hide, their family commitments: 

 

‘As women rise through the ranks in organisations, their progress may be blocked because managers fail 

to recognise how women with dependent children can also be strong, effective leaders. So, when 

mothers walk through the door at work, they feel pressured to leave behind home life and all its messy 

demands and responsibilities’. (Gatrell, 2013) 

 

There is an implicit lack of recognition that women walking into the doors may be juggling more and so 

may have skills in multi-tasking, in problem solving and in working under pressure that the workplace 

could use.  

 

If women do overcome these obstacles, the route to senior roles is still not easy. Women continue to 

report being sidelined into less powerful adjunct roles and middle level support functions that have 

come to be known as “velvet ghettos”.   

 

Furthermore, Michelle Ryan and a team of scholars have also found alarming evidence that women are 

frequently overrepresented in leadership roles associated with a high risk of failure. They found no 

evidence to show that women have a preference for such risky leadership positions, so they started to 

investigate why this might be happening. 

 

 

 



Their findings are striking, with various factors contributing to this alarming pattern:  

 

• Deliberate intention to block women’s progression. 

• In-group favouritism. i.e. ‘jobs for the boys.’ 

• Expendability or the scapegoating of women. 

• Lack of other opportunities leading women to accept risky posts. 

• Lack of networks and support once in post. 

• Gender stereotypes that women will deal with failure and risk better than men. 

• Misguided attempts at equal opportunities i.e. we need to promote women 

 

This phenomenon has been labeled as The Glass Cliff, an extension of the better-known Glass Ceiling. It 

is clear that to succeed in senior leadership roles women need strategies that will help them to avoid 

this cliff and men need to develop intelligence about how they can properly support women managers. 

 

How can organizations achieve gender balance and enable both men and women to 

thrive? 

 

For too long a taboo subject in many organisations, gender issues pervade all of our lives, so let us be 

transparent with each other about our differences, needs, and the challenges we all face. Without 

balance, none of us can thrive.  

 

Taking the learning from the workshops we have delivered, and wider insights from others’ practice into 

account, we offer the following set of ideas to help you to make progress on this journey. The quotes 

below each action come from women we have trained, coached or mentored.  

 

1. Start by reflecting on your own beliefs about women and about men and ask what ideologies 

may lay beneath those beliefs. 

“Training us is no good as the manager has no idea what we are talking about!” 

Before asking others to participate in the discussion on gender balance, leaders will find it useful to 

spend some time (with external help if necessary), to ask themselves what ideologies they hold about 

women and about men, what their interactions with women have been like, what feedback about their 

behaviours they have had that suggest that they may be acting in a way that supports their ideologies.  

A good start to exploring this area is to undertake the Harvard test on Unconscious Bias, or download 

tools like INASP’s Gender Toolkit (see links in references). 



Creating a safe space to explore your own stereotypes about women and about men, what sort of 

leadership style you think you may have and what impact this has on different groups will support you 

to be a better leader. It will also help you to develop strategies for being open to challenges.  The 

landscape of equalities requires you to be open and ask for honest feedback. It may be an 

uncomfortable journey but one that may help both genders and others experiencing discrimination to 

have more faith in you. 

 

2. Figures matter but deeper reflections and conversations matter even more   

“Be the change you want to see” 

Many organisations recognise that having figures on where women sit on their management/leadership 

pipeline is important. A key leadership role is to not only get these figures but to scrutinize those figures 

with women to ask deeper questions. Questions like - What made you want to work here? What helps 

you thrive at work? What gets in the way of you giving your full attention when at work? What else 

would support you to do your best when at work? What are your hidden talents that we don’t 

recognise? What can I and other leaders here do to help you do your best? How can I, as a leader, 

demonstrate my support for a more diverse/gender balanced workforce? 

 

To be productive and achieve results we need to work together towards our common goals. If 

underlying power differentials, gender biases, unfair behaviours, and discrimination are reducing our 

effectiveness, then speaking directly to the women in your workforce and identifying solutions with 

them will gain their ownership for the joint change you want. But don’t stop there! You also need to talk 

to your male workforce and share conversations you have had with the women. They too need to 

engage in creating solutions. Indeed, if your actions are fair they will benefit men as well as women and 

other protected groups. Flexible working policies have had a great benefit to working fathers.  

 

3. Understand the reasons why your balance isn’t working and take positive action. 

“Dig even deeper, be serious about this and share power”  

If for some reason your balance isn’t working, then investigate the reasons why and jointly plan actions 

to readdress it. If glass ceilings and glass cliffs are preventing your female leaders from achieving their 

potential, and causing dissonance in the organisation isn’t it better to know how these blockages are 

operating and deal with them?  

 

Useful questions to ask are - What else is getting in the way? What are the perceptions of us as an 

organisation? Do we positively invite and encourage women to apply and stay?  

 



Do we know / have we asked women leaving our organisation why they left? What are the stories about 

our organisation that indicate equality or inequality?  Does our recruitment process directly or indirectly 

discriminate against women? Are there unfair practices happening inside specific teams? Irrespective of 

the fact that they may or may not be deliberate, how can they be addressed? What training do we insist 

on or offer staff to develop their awareness at a deeper (not tick box) level?  

 

Capturing clear evidence of those practices that need to be stopped or addressed is critical to any future 

changes. Without the clear evidence that change is needed, your colleagues may not accept the 

challenges and opportunities for improvement you put forward. But be warned – don’t offer adhoc and 

short term solutions. Creating balance/diversity takes time. 

 
 

4. Build and encourage Support Networks to support and drive collective solutions 
 
“Give permission and give clear messages that it is ok to meet in work time or join women’s 
networks” 
 

Many women who have encountered bias and discrimination at work (whether these be deliberate or 

unconscious), or simply a lack of recognition or ‘voice’, speak of the value of support networks often 

shared with other women. These networks tend to be informal, and enable women to discuss the 

specific challenges they face in building their careers and supporting their families as well as practicing 

difficult conversations they may need to have on their rights and needs on progression, pay or working 

conditions or indeed discrimination or bullying they have experienced. The same may be true for men, 

of course, but men are less likely to acknowledge the need for these, tending to build their networks 

through shared interests such as sport or hobbies.  

 

Example: Early in her career, one of the authors was part of an invaluable group of women at a 

university. We supported each other through our PhD’s, achieving these one by one, and then through 

the onerous and opaque promotion process. I am pleased to observe that most of that group of women 

are now successful professors with thriving careers, having overcome many glass cliff and glass ceiling 

obstacles in their way. Without the strong network we formed, I doubt that this would have been 

possible. 

 

Leaders, we strongly urge you to give permissions, small resources and time in the working hours to 

positively encourage support networks to thrive amongst your colleagues, and especially amongst 

women. These will enable those who are less confident to finds their voices, learn from peers and build 

the confidence they need to take up leadership roles.  



5. Encourage women’s progression by offering role models, mentoring and coaching 

“ Support the future generation to climb the ladder gracefully and without fear of falling 

disgracefully” 

The leadership development literature demonstrates the power of experienced leaders, both men and 

women, offering insightful understanding into the challenges and opportunities that the next generation 

may find useful. A clear goal to meet your sustainability targets is to understand and develop young 

people to navigate the gendered obstacles and biases they will inevitably encounter. From an example 

in the UK, for instance, Margaret Thatcher was often criticised for ignoring the needs of younger women 

in politics once she achieved her own success, and so “pulling the ladder up behind her”. Women and 

men leaders should be conscious of the need to provide role models and coach and mentor the next 

generation of young leaders, and to help them to find their way through the complexities of 

organizational life and so “keep the ladder down and help them up the stairs of leadership” (quote from 

woman mentored by us).  

 

Young women leaders often find it hard to find mentors. It is not just the responsibility of those of us 

who have struggled to achieve recognition and success, and have had to find ways to navigate through a 

system that still fails to treat us all equally, to support the next generation, but also leaders who have 

considerable experience of running successful initiatives and organisations. Evidence suggests that the 

Millennials are failing to take up leadership roles. Many state that they are not impressed with the role 

models they see in the generation ahead of them. Unless we address this issue, the leadership void that 

we seem to be experiencing across society is likely to grow worse. Role model, mentor and coach the 

next generation! 

 

6. Consistently challenge the assumptions and inequalities in your organisation! 

“When I saw my manager using his power to challenge what he had seen, it gave me courage 

to do the same” 

It is all too easy to collude with age-old systems, rules and routines that are unbalanced or unfair. Both 

men and women leaders, at all levels of any organisation, have a responsibility to develop their own 

understanding of inequalities, speak out when they see practices that encourage unfair bias, or that 

place obstacles in the way of an individual because of their gender.  

 

Our society has generally become more tolerant of difference, but in organisations it still takes courage 

to challenge, especially where unequal behaviours are exhibited by those with more power or a higher 

position in the organization.  

 



The availability of equalities champions, access to Unions, access to Women’s groups and the backing of 

a senior mentor can offer support to those feeling unable to challenge. Returning to the UK example of 

the BBC, the women collaborated brilliantly in co-authoring and co-signing an open letter to the Director 

General about the appalling gender pay gap that had come to light. Collective and assertive, but 

reasonable and peaceful action allowed this undermined group to feel powerful and to create the space 

for an open and honest conversation that was long overdue.  

 

Women’s cooperatives and women’s groups in developing countries similarly offer the collective voice 

to challenge those in positions of power and privilege. 

 

 

7. Learn from other organisations and cultures 

“We often don’t see other cultures and traditions as offering us insights into good leadership. 

We are so precious about being right because we hold power” 

Gender issues and challenges, of course, vary from culture to culture, society to society, and 

organisation to organisation. Some societies are more advanced in embedding equality, diversity, and 

balance into their way of life. Many Scandinavian countries, for example, have combined far-reaching 

legislation with transparent education initiatives aimed at all levels and ages to embed balance right 

from childhood. The Ugandan government has a programme of positive action for women entering 

University life. At the other end of the spectrum we still see many countries today in which the 

oppression of women and patriarchy persists. In a world where many of us work at an international 

level, it is important that we do not judge or intervene impulsively when we see gender inequality. The 

historical power bases and privileges in that cultural context may be completely different from the ones 

we experience in our homeland. Inter relationships with other historical relations e.g. due to 

colonialisations of countries will also have an implication. Strategies for shared expectations of how we 

can work together, including the ability to ask curious questions about the inequalities we and they may 

see, before embarking on any work may help set some ground rules and understanding.  

 

Learning from any, large and small, organisations who have been experimenting with innovative, flexible 

and fair work practices that enable everyone in the organisation to thrive, achieve their potential as well 

as engaging in productive parenthood and family life, irrespective of gender is also important. The Times 

Top Fifty Employers for Women offer examples of organisations demonstrating good practice. (See link -  

https://gender.bitc.org.uk/awards-benchmarking/TTT502017). 

 

 



8. Challenge perceptions about what we mean by good leadership 

“Trying to work collaboratively is seen as weak and I want to work where it is seen as a 

strength”  

We have now come full circle, and are back to our starting point which commenced by sharing the 

beliefs about male and female leadership illustrated by the participants of our workshop. But does there 

really have to be a difference, or could we all learn from both ways of leading?  

 

As stated above, our view is that all organisations need a balance of both male and female leaders, and 

all organisations need both male and female approaches in order to achieve balance. Indeed, every 

leader needs a balanced repertoire that draws on both masculine and feminine qualities.  

 

There are times when leading from the front (or the top) can be important. In times of crisis, for 

example, a collaborative approach may take too long. At such times, we look for directive and incisive 

leadership. On the other hand, there are many times when we need a much more intuitive, reflective, 

and participative style of leadership that will enable ideas to evolve and creativity to flourish. We often 

see very successful women leaders exhibiting the very characteristics that we have listed as male 

leadership. Similarly, we have encountered some remarkable male leaders who are exemplary in role 

modelling the female leadership characteristics we identified. This is of course not surprising. We need 

to start by achieving balance in ourselves. 

 

9. Build our own balanced leadership! 

“It takes me by surprise – even now – how I slip into “male” behaviours. I have to keep 

reminding myself about what I really want to be” 

McKinsey published an important study of Successful Women by Joanna Barsh and colleagues entitled 

‘Centred Leadership: how talented women thrive’. Their report was based on research conducted over 

four years that included interviews with 85 senior women leaders. Importantly, they found five broad 

interrelated behaviours that appear to be at the heart of successful women’s leadership. However, the 

research is based in the US so caution needs to be observed in transferring its learning to different 

cultural contexts. 

 

The five behaviours identified were:  

1. Meaning - finding your strengths and putting them to work in the service of an inspiring 

purpose. “To love what you do!” 

2. Managing energy - knowing where your energy comes from, where it goes, and what you can do 

to manage it through developing self-awareness. 



3. Positive framing - adopting a more constructive way to view your world, expand your horizons, 

and gain the resilience to move ahead even when bad things happen. 

4. Connecting - identifying who can help you grow, building stronger relationships, and increasing 

your sense of belonging. 

5. Engaging - finding your voice, becoming self-reliant and confident by accepting opportunities 

and the inherent risks they bring, and collaborating with others. 

 

We agree and would reinforce ‘Engaging’ by suggesting that you develop courage. Many women 

experience the “imposter syndrome” as they climb the leadership pipeline and feel that they will be 

“found out and so be seen as failures”. 

 

We would also like to add that whilst these are undoubtedly vital behaviours for women operating in an 

unbalanced and often unfair world, we firmly believe that these qualities are vital for both men and 

women leaders. We can all become more effective leaders if we keep these five simple ideas in mind. 

 

The World Economic Forum on Gender Gap Report 2016 also offers some business best practice2. 

 

Finally… 

 

We offer here our own checklist based on our own experiences as women: 

 

1. Believe in yourself. Notice (and then banish) the imposter on your shoulder. Don’t let anyone take 

your power away!  

“No one can make you feel inferior without your consent”  

― Eleanor Roosevelt, said in her book – This is My Story 

2. Develop the courage to feel the fear and do it anyway.  

3. Search for and understand your core mission. This will reinforce your courage to speak and act.  

3. Be authentic. Create your own unique model of leadership. Articulate the values and purpose that 

you are comfortable with (not what books tell you). 

4. Pace yourself, manage your energy, and find time to reflect and recharge. 

5. Build your community of support. Find people who will both affirm and challenge you. Do the same 

for others. 

 

                                                      
2 http://reports.weforum.org/global-gender-gap-report-2016/appendix-f/ 

 

https://www.goodreads.com/author/show/44566.Eleanor_Roosevelt
https://www.goodreads.com/work/quotes/5368741


Let us continue, as leaders, to role model and build the gender balance that we need for our 

organisations to achieve their purpose. Respecting, developing and valuing the whole workforce and 

encouraging a range of leadership capabilities that blend and support each other makes sound business 

sense and will also create the environments in which we can all thrive and enjoy our work. 

 

We end this paper, as we started, by re-stating three quotations that say a lot about the need for more 

gender-balanced leadership in today’s organisations. We concur with all three.  

 

The first is from the impressive and campaigning author, Chimamanda Ngozi Adichie: 

 

 

 

“I want to be respected in all of my 

femaleness because I deserve to be.”   

 

Chimamanda Ngozi Adichie 

 

 

 

The second is from another role model for women, Michelle Obama: 

 

 

“No country can ever truly flourish 

if it stifles the potential of its 

women and deprives itself of the 

contributions of half of its citizens.” 

 

Michelle Obama 

            

 



And the final one is from the CEO of Coca-Cola, speaking at the World Economic Forum Annual meeting 

in Davos: 

 

“We need the 3 W’s  

- women, water and 

well-being”  

 

Muhtar Kent, CEO of Coca-Cola  

(speaking at the World Economic 

Forum Annual meeting in Davos) 
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Caplor Horizons - Background 
 
Established in 2014, Caplor Horizons is an independent charity. We work with other charities and 

responsible businesses and now have over 50 Advisors. These are outstanding people that bring 

specialist knowledge and experience. They contribute their time on a voluntary basis, or at reduced 

rates, so that Caplor Horizons can provide high quality and distinctive services at an accessible cost.  

 

Working locally, nationally and internationally, we help other organisations think differently about 

themselves and the new horizons that they face. We support them in strengthening their leadership, 

renewing their strategy and improving their influence. 

 

We want to encourage and assist a new generation of organisations that are committed to making a 

positive and lasting impact.  We believe that if we are to achieve real, sustainable change, we need to 

inspire and enable people to learn differently, think differently and act differently. 

  

 Our purpose is:    to inspire and enable leaders to deliver a sustainable future.  

 Our mission is:     to make a distinctive contribution to organisational change and effectiveness.  

 Our vision is:      of a world in which social, environmental and economic progress is balanced.  

 
Our values are: 

 Inspiration:      to inspire and enable others, whatever our role and whoever we are. 

 Sustainability:    to bring about positive and lasting change by uniting people and ideas. 

 Improvement:    to enhance everything that we do by reflecting and learning together. 

Our beliefs are: 

 We are all leaders in our own distinctive way. 

 In diversity, we find strength. 

 Everyone matters. 

 Learning is more effective if it is fun, engaging, creative and based on people’s strengths.  

 Collaboration helps achieve greater impact. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
Caplor Horizons – Our Strategic Goals  
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+ 44 (0) 1432 860 644 
 

www.caplorhorizons.org 
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