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Executive Summary 
 

“It is our time to shine now. The focus on news skills such as emotional 

intelligence are behaviours predominant in women. The equality and 

gender balance focus is something women need to maximise now.”   

Jodie Sangster, ADMA 

The central theme that emerged from our interviews, group discussions, work done through the 

series of Women on Boards Next Generation Program and our own research was that the time is 

ripe for women to step into leadership roles, BUT unconscious bias is prevalent and can undermine 

women in reaching the top levels of career success.  We believe that a key to success is a woman’s 

mindset. The right mindset can help overcome many of the challenges that unconscious bias 

throws in our way. 

Through our interviews, we found that current leaders recognise the need for diverse leadership 

and have put in place diversity initiatives in their organisations. The door is open, welcoming 

women up into leadership ranks. However, we also found that unconscious bias underpins the way 

in which we operate, on an everyday basis, in our personal and professional lives and can often 

undermine our ability to walk through that open door.  Without addressing those complex biases, 

we cannot expect substantive, long lasting, embedded changes for achieving greater diversity in 

leadership ranks.  What will the catalytic events be that galvanise that change: a new suffragette-

like movement, another recession or depression, regulation, public policy or just a “we need to do 

things in a new way” realisation? At a personal level, focusing on the right mindset is the first step 

towards change. 

This report contains an important message to women on a leadership journey and for 

organisations trying to promote greater diversity. The interviews gave us very rich insights as a 

basis for this report and led us on a journey of discovering our own views and perspectives on 

women as leaders. 
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Background 

“For a woman, find the organisation that suits your needs, be sovereign to 

yourself, don’t accept disrespect and inequality.”   

Gareth Edgecombe, The Comfort Group 

About us 

The Kookaburras are an international group of senior business women based in Australia and the 

United Kingdom. Brief biographies of each member of our syndicate are set out at the end of this 

report.   

Our themes 

We explored three themes in our interviews: 

 the disruptive impact of technological change; 

 personal perspectives on leadership; and 

 transforming organisations and the role of culture and diversity. 

Selecting our interviewees 

We chose leaders who interested and inspired us; representatives from both traditional and 

emerging industries, an approach which reflects the syndicate members’ own experience. Our 

interviewees demonstrate a mix of legacy CEO styles and those engaging in emerging and more 

flexible leadership styles, and were from a broad range of industries (including banking, 

superannuation and other regulated industries, the fast moving consumer goods sector, media 

and technology, professional services firms and social enterprise), gender and cultural background 

(including Lebanese, Israeli, Irish, English, New Zealanders and, of course, many Australians), and 

with domestic and international experience. 
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Overall, we were inspired by our interviews 

to understand that there has never been a 

better time for women to step up in to 

leadership positions. All of our interviewees 

acknowledged: 

 their organisation had focus and 

policies supporting gender diversity; 

 the need for a different leadership 

style that is more inclusive and 

humane; and 

 organisations are more successful 

when there is a balance of female and 

male leaders, taking into account the 

necessity to have people with the right 

skills in the right place at the right 

time, whatever their gender. 

This led us to the question: so what is 

holding us back? The issue that emerged 

for us as a crucial factor of success or failure 

for women aspiring to leadership roles was unconscious bias and women’s mindset. 

“[Unconscious bias] is a bias that happens automatically and is 

triggered by our brain making quick judgements and assessments of 

people and situations, influenced by our background, cultural 

environment and personal experiences.”1  

                                                             
1 Definition from the Equality Challenge Unit (www.ecu.ac.uk), quoted by Sparks, S in What is Unconscious Bias; 
considerations and top tips, 2 June 2014, at 
https://www2.warwick.ac.uk/servics/ldc/researchers/opportunities/development_support/e_and_d/unconscious_bia
s/unconscious_bias_-2_june.pdf  

From the interviews we 
learned… 
 

Technological change was less important than we 

expected. Our interviewees were remarkably un-phased 

by it and we learned that our perspective was focused 

on the importance of this change but theirs was one of 

understanding that change is constant. From this they 

understood and could articulate how to lead in a 

changing environment, and be focused more on broader 

strategies for dealing with any change rather than the 

latest version of change. This outcome was surprising to 

us but was key in shaping our thinking. 

The type of leadership needed now is different to the 

past. We were surprised at how intuitively our 

interviewees spoke to the same themes that we’d heard 

in the Next Gen classroom.  The “leader on the rock” 

system is something of the past and “collaborative 

leadership” is the way of the future.  

Gender issues are important. Despite our plan to avoid 

discussing gender issues specifically in the interviews, it 

was an important part of every conversation. From this, 

and in our discussions as a group, we realised that we 

had fallen prey to our own unconscious bias that a focus 

on gender issues would not be welcome.  

http://www.ecu.ac.uk/
https://www2.warwick.ac.uk/servics/ldc/researchers/opportunities/development_support/e_and_d/unconscious_bias/unconscious_bias_-2_june.pdf
https://www2.warwick.ac.uk/servics/ldc/researchers/opportunities/development_support/e_and_d/unconscious_bias/unconscious_bias_-2_june.pdf
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Opportunities for women in a disruptive environment  

“VUCA isn’t new, disruption and transformation have always been with 

us. It is an opportunity not a threat.”  

Gaven Morris, ABC 

 

Our modern societies have experienced disruption such as the industrial revolution, the world 

wars, depressions and recessions, and significant changes in policy (including the right for women 

to vote, have an education and own property). All have contributed to economic and social 

disruption, including the role of women in society and the workplace – into paid work and taking 

on men’s roles during the war – but we felt that the role of women had regressed after these 

disruptions, back into household duties and more traditional work. Is the current technological 

disruption different? Capitalising on the opportunities presented by the current disruption is key. 

One of the most consistent points of alignment across our interviewees was that the pace of 

change afforded by this technological disruption is an opportunity.  All the interviewees noted that 

collective leadership skills are key to rapid growth and development.   

 

“Being agile and nimble helps you disrupt … forward thinking is 

critical. If you don’t, and stay stuck, you will disappear.”  

Ronni Khan, OzHarvest 
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This is where a key opportunity for women starts to emerge. The more participatory and 

democratic leadership style of collective leadership is a predominant style that women 

demonstrate. This is quite different to a command and control style, most often seen in male 

leaders. Supported by a more flexible workplace, with the use of technologies playing a key role, 

being agile and nimble from wherever you are located is much easier.   

The use of technology and its positive disruptive effect plays a role in a more pragmatic way.  It 

allows for flexibility in the workplace and enlivens a performance-based work culture (instead of a 

task-oriented culture). Technological disruption is breaking down the old, rusted-on conventions 

and accepted practices. It is breaking down the barriers to families combining work and caring 

responsibilities.  

Today’s collaborative leadership style  

Several of our interviewees described the journey of self-discovery that they had taken from being 

a ‘leader on the rock’ to a more inclusive style of leadership. They described the importance of 

authenticity and knowing that their actions have an impact on their staff.  

"My team always knows that I will always turn up on the field." 

John Symond, Aussie  
 

Our interviewees, in their own words, articulated the three principles of leadership that we heard 

on day 1 of the Next Generation program. 

 

 

 

 

 

 

 

Principle 1: the 

leadership balancing 

act of ‘being’ versus 

‘doing’  

Wayne Byres, Jodie 

Sangster and John 

Symond all spoke of 

needing a team that 

believes you as a leader 

Principle 2: harnessing 

the power of collective 

leadership  

 

Pauline Vamos had her 

own term for it “service 

leadership” – Gaven 

Morris talked about the 

“shift from I to we” 

Principle 3: leading 

from the emerging 

future rather than the 

past 

Jodie Sangster talked 

about the need to 

constantly evolve, and 

that the static sense of an 

expert no longer applied 
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Emotional intelligence … a key leadership trait 

Importantly, the key skill you need with this new emerging type of leadership is emotional 

intelligence, which is often a woman’s strength. In essence, in order to be successful as 

collaborative leaders, women need to lead like women, not try to be anyone else.  

Consistent attributes of good leaders that we heard include:  

 being engaged; 

 actively listening; 

 knowing your own weaknesses; 

 letting go and empowering staff; 

 not being the expert on everything; 

 fostering innovation; and 

 honesty and being inclusive. 
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Diversity – no longer a dirty word 

“…diverse teams [are] increasingly required in this era of rapid 

technological change and disruption.”2 

The corporate landscape has changed at an unprecedented rate over the past decade and there 

has never been a better time for women to maximise opportunities open to them. Targets and 

quotas for women in leadership and board roles are no longer taboo. 

“There is an undeniable case for gender diversity on boards … 

Numerous pieces of research demonstrate a positive link between the 

level of female representation on boards and improved performance.”3 

This comment was echoed by most of our interviewees, despite the group’s diverse backgrounds, 

industries and experiences. We believe this demonstrates clearly that the door to leadership 

positions is open and the time for women to capitalise on this opportunity has never been more 

powerful. As Gaven Morris noted, “mono-culture is a disaster” and our interviewees 

overwhelmingly singled out the need for agility by organisations to remain relevant and viable 

with diverse leadership that reflect society. 

 “I’ve taken a very deliberate approach [to diversity]…for example, I make 

sure there is diversity in the pool of candidates for a role”  

Pauline Vamos, ASFA 

  

                                                             
2 Andy Penn, CEO Telstra, quoted in CEOs say women will be promoted and men should get used to it or leave, The 
Australian Financial Review, 24 August 2016, http://www.afr.com/leadership/ceos-say-theres-a-backlash-at-top-
banks-against-womens-promotion-and-men-have-to-suck-it-up-20160822-gqyrv6.  
3 Australian Institute of Company Directors, Boards should adopt 30 per cent target for female directors, media release, 
9 April 2015. 

http://www.afr.com/leadership/ceos-say-theres-a-backlash-at-top-banks-against-womens-promotion-and-men-have-to-suck-it-up-20160822-gqyrv6
http://www.afr.com/leadership/ceos-say-theres-a-backlash-at-top-banks-against-womens-promotion-and-men-have-to-suck-it-up-20160822-gqyrv6
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The door is ajar – what is holding women back? 

Are we taking advantage of the opportunity created by the current environment and corporate 

culture? What is getting in our way? 

“Unconscious bias shapes our world view and our expectations of 

others. And they’re so prevalent in all of us. The disconcerting fact is 

that those unconscious biases can be contrary to our conscious 

beliefs.”4 

 

Unconscious bias is well documented in 

Australia, most famously in 2015 by 

Australian’s then Prime Minister Julia 

Gilliard in parliament.  However this holds 

a particular focus on external drivers that 

influence women in the corporate sector.  

Yes, the focus on this and the call for 

change needs to continue, however there 

is another interesting aspect that women 

need to consider in regards to unconscious 

bias.   

Michelle Guthrie provided us with a thought-provoking insight into a work situation where an 

advancing female employee did not apply for a leadership development opportunity in Japan. The 

opportunity was assuming participants could move to Japan for an extended period of time. This 

female employee did not apply and when this was investigated it was discovered her personal 

situation did not allow for her to relocate to Japan temporarily. With this understanding the 

opportunity was tailored to suit the female employee’s personal situation and she was able to 

participate, however it highlighted for Michelle the need for women to be aware of their own 

unconscious bias (in this case, how she structured the training program unconsciously with a male 

bias), and the need for women to challenge these situations and create a more appropriate 

alternative.   

                                                             
4 Bourgois, T., Unconscious Bias: It Starts With You and Me, The Huffington Post, 1 May 2012, at 
http://www.huffingtonpost.com/trudy-bourgeois/racial-cultural-bias_b_1307747.html.  

http://www.huffingtonpost.com/trudy-bourgeois/racial-cultural-bias_b_1307747.html


 
10 

 
 

Unconscious bias takes on many guises: women’s view of other women, men’s view of women, 

society’s view of the role of men and women and societal or organisational structures that, by 

design, are biased. 

  

Our own unconscious bias 

Time and again, our interviewees referred to discussions with senior women who would doubt 

themselves when looking toward the next role in their career advancement. In fact, many women 

still feel they need to meet a majority of the skill set required for the next role compared to men 

who often may not meet half of the skills criteria. Men may take the risk of applying for a role 

where they have minimal experience but women tend to tread more cautiously. 

“Speak up, create solutions and make it work for you.  Ask questions 

and challenge legacy options.” 

Michelle Guthrie, ABC 

 

Michelle Guthrie described how she did not apply for a role that was specifically designed for her 

as she did not have experience in two out of the ten required criteria.   

In another interview, we heard about multiple women who had withdrawn their applications for a 

CEO role because they were concerned about balancing the priorities of family, children and work.  
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“Women have to be taught to have their narrative – men don’t. They 

know how to say ‘this is my value, this is what I can offer you’.” 

Elizabeth Johnstone, Non-executive director 

Given many women take the lead role in household administration while juggling a full time role, 

is it any surprise that the thought of also having to lead an organisation is unappetising? Do women 

assume that they cannot reframe the role to ensure it works? Do men have these same concerns? 

Are men judged differently if they give voice to those concerns?    

Society’s unconscious bias 

“I understand the challenge of the dual role of mother and leader.  

Rather than seeing this as a challenge, everyone needs to accept it as a 

reality and adapt accordingly ie: flexibility in working arrangements. I 

don’t see this as a negative, someone has to take on the ‘looking after 

children’ role whether that is a mother or father it is reality of our 

society and it should be embraced.” 

Jodie Sangster, ADMA 

 

Women make up half of our society but we still collectively expect women to take the lead family 

home role. Society has an unconscious bias towards traditional roles; women as breadwinners, 

supported by stay at home dads, are still the exception rather than the rule. Interestingly, women 

appear by default to step into the leadership role within the home but do not replicate this in the 

workplace. This is a practical example of how we accept rather than challenge society’s norms.  
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Unconscious bias in the workplace 

While many larger organisations have diversity policies in place and offer flexible work hours, often 

the fundamental business structure (with its inherent unconscious biases) has not changed.  This 

means that progressive arrangements that reduce the impact of unconscious bias (such as flexible 

work hours) are impractical to execute.  

“There is an unconscious bias. Women need to support others and call it 

out. Systems say they are impartial to gender but they are not … Speak 

up, create solutions and make it work for you. Ask questions and 

challenge legacy options.” 

Michelle Guthrie, ABC 

We have discovered that organisational systems and structures are still biased to traditional 

operational models, which has a direct impact on the roles men and women can successfully 

discharge. Anecdotal evidence shows that many women on flexible working arrangements end up 

working longer hours in their own time (which effectively means less pay for work done).   

Adding complexity to this situation, women’s unconscious bias may stop us from challenging 

these legacy work practices. Sometimes, women continue to try to work in the current 

environment despite the fact it is obsolete. We have a natural tendency to not speak up, feel guilty 

when we are unable to make it work, and undermine ourselves when we believe it is a reflection of 

our ability rather than poor workplace structures. 

Workplaces need to think more broadly and deliberately about how to change structures and 

systems to better support women in the workplace.  

“It is well beyond time for us all to identify and remove the real and 

perceived barriers that are creating inequality in so many of our 

workplaces ... If we do not collectively step up, drive change and act as 

role models, the critical shift we need will never occur.” 

Elizabeth Jack, Macquarie Point Development Corporation 

On August 24 2016, Chief Executive Women, in conjunction with the Male Champions of Change, 

released a report into one of the ways in which unconscious bias can adversely impact female 
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progression in Australian organisations.5 The report discusses the reality of unconscious bias in the 

way a majority of Australian organisations (corporate, government and social enterprises) recruit 

people and leaders. It also starkly highlights the potential adverse impact of failing to take 

deliberate steps and make systemic changes to address unconscious bias in recruitment.    

Our interviews revealed some examples of where deliberate structural changes have been quite 

successful, for example, Boston Consulting Group’s (BCG) approach to allocating a 2IC project 

manager for each project where a person working flexibly is the lead project manager. BCG also 

supports its employees in a systemic manner, which is evidenced by the fact that all of their 

partners in recent times have worked flexibly without any adverse impact on their role or seniority 

within the organisation.    

As women, we must be at the forefront of introducing these changes in our organisations. Anna 

Green at BCG is an outstanding example of taking the lead from a systems perspective within her 

organisation, having negotiated to work flexibly following the birth of each of her three children 

and ensuring the systems were in place to appropriately support this arrangement.  

“I’m a big advocate of building in bias – I have always focused on driving 

female talent as have seen in the past the loss of great female team 

members through poor management of situations. Put the effort into 

developing. I’d prefer to have a top female talent three days a week 

versus an average performing five days a week any day.” 

Gareth Edgecombe, The Comfort Group 

  

                                                             
5 In the Eye of the Beholder: Avoiding the Merit Trap, August 2016, at www.cew.org.au/wp-
content/uploads/2016/08/MCC-CEW-Merit-Paper-FINAL-for-web.pdf. 

http://www.cew.org.au/wp-content/uploads/2016/08/MCC-CEW-Merit-Paper-FINAL-for-web.pdf
http://www.cew.org.au/wp-content/uploads/2016/08/MCC-CEW-Merit-Paper-FINAL-for-web.pdf
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Mindset is our choice  

“Mindset is a simple idea that makes all the difference.”6 

 
In our own headspace, we need to identify and address the unconscious bias we bring to our roles 

and address our need to control everything, to manage guilt, be more confident and be actively 

engaged in finding solutions. Our mindset determines: 

 how we view the world; 

 how we view challenges; 

 how we view opportunities; and 

 how we react. 

Because mindset is under our personal control, we are in the driving seat to take advantage of 

opportunities. 

 

 

 

 

 

 

 

 

 

 

 

                                                             
6 Dweck, C. S., Mindset: The New Psychology of Success, Random House, New York, 2006. 

Imagine a world 
where you’re 
always right – 

would you make 
different 

decisions? 

Imagine a world 
where you can never 
fail – would you do a 

Nike and “just do 

it”? 
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“My Dad lived on the premise that ‘I like everyone and everyone likes 

me’. Imagine the change in your mindset, if you stopped worrying about 

what other people thought?”  

Fiona Bones, Google 

From the interviews and workshops in this program we have created a mindset action list that, if 

we followed, would overcome any barrier holding us back. 

 Have the courage to back yourself (Wayne Byres) 

 Be the FIRST person to believe in yourself (Mariette Rups-Donnelly) 

 Acknowledge that 70% is okay (Michelle Guthrie) 

 Don’t be afraid to ask, men aren’t (Margaret Byrne) 

 Think differently – each time you go to turn down a great opportunity because you are too 

busy, don’t think you are right for the role or unsure – SAY YES. Find a way to make it work. 

(Margaret Byrne) 

 Have a pay it forward mentality, Reciprocity (Mariette Rups-Donnelly)  

 Have a go, every failure is a learning experience. Mistake is only a mistake if you don’t learn 

from it and most importantly, it is a mistake not to make mistakes – as how else will you 

learn (Jane Weber and Ruta Asimus) 

 

“All that matters is that we unleash the potential that everyone has by 

realising their personal ambitions through their personal choices.” 

Ian Narev, CBA 
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Our conclusions 

“The sum of all our change is far greater than our individual change. Drive 

the change rather than ride the change.” 

The Kookaburra Syndicate  

We strongly feel that now is a great time for women to advance further as leaders – but we need 

to have courage and the right mindset to make it happen. There is still a lot of work to be done to 

overcome unconscious bias but women cannot afford to let it continue to adversely impact us, 

particularly in our leadership aspirations.   

From our interviews, discussions and research, and the Next Generation program sessions, we 

believe the equality and gender balance focus is something women need to maximise, now.  We 

understand that real change can happen when individual change occurs at scale, and we can all 

make a difference by taking the step towards our own individual change.      
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We, the Kookaburras, resolve to take this opportunity, kick open 
the door that’s ajar and show the world how brightly we shine. 

Stepping outside my glass 
CFO tower, I have realized 
there is a world beyond my 
busy and quirky work walls. 
My focus will be to seek 
experiences outside work with 
reciprocity, authenticity that 
are aligned to my values and 
passion. While I enjoy work 
(most of the time) it is 
important for me, as an 
emerging leader, to create 
opportunities and experiences 
outside work so I continually 
improve, learn and develop. 
This includes being “present” 
at meetings, which is always a 
challenge as my mind races 
ahead to the other things I 
need to do. As discussed with 
my mentor, Maggie Lawlor, 
sometimes you need to slow 
down to go faster. It is 
important to maintain my 
balance between exercise, 
husband, children, family, 
friends and career 
opportunities.  
Allison 

I was delighted that there 
results and feedback from the 
interviewees mirrored by own 
experiences in a highly volatile 
corporate technology work.  I 
learnt so much from hearing 
the journeys of those in my 
group and realised that I really 
need to give myself a break 
sometimes!  The next step in 
my career is to focus on the 
leadership opportunities of 
serving on at least three boards 
in the education and 
technology sectors.  And to 
continue to learn and refine and 
implement my own style of 
creativity in leadership.  
Liz 

 

Most striking for me were the 
numerous anecdotes of women 
who accept the status quo even 
when it results in a poor 
outcome for them. I don’t want 
to fall into this trap – I will focus 
on redefining problems I face 
into workable solutions. My 
leadership goal is to go for 
promotion within my 
organisation to shape and 
influence the style of leadership 
that we have, plus expand my 
experience on boards. 
Katrina 

I was inspired by the speakers 
during the day sessions of this 
program and in discussions 
with our interviewees. Their 
passion, their belief, their 'can 
do' attitudes and their humility 
all resonated deeply with me 
and revealed to me what it 
means to be a leader.  
 
I am inspired to be courageous 
in my work and my career 
aspirations, and dauntless in 
supporting my female peers to 
achieve their career goals. In 
the immediate to mid-term 
future, my leadership goal is to 
focus on finding a C-suite role 
with an organisation with 
values that align with mine, 
where culture is the foundation 
of the organisation, and where I 
can be passionate about my 
work. 
Nawal 
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Two things have 
resonated with me 
most.  One is the 
shared challenges all 
our interviewees and 
our team are aware of, 
and indeed face 
directly.  My situation 
is not unique, and it 
should not hold me 
back!   The second is 
that I am always the 
first to support people, 
particularly women, in 
speaking up, taking 
chances, believing in 
themselves.   
 
As a female leader, I 
will focus on fostering 
an inclusive and 
accepting working 
environment, ensuring 
flexible opportunities 
and solutions to 
support the 
advancement of 
women.  For myself, I 
will drive advancement 
in my career and 
actively seek my next 
role, without 
considering my family 
situation as an 
inhibitor. 
Emma  

 

This program has been such 
an inspiration to me. The 
privilege of interviewing 
some of Australia’s most 
impressive leaders was 
humbling as was working 
with a group of women who 
were no less impressive and 
inspiring. I was surprised by 
how similar all our challenges 
are no matter what level of 
leadership you aspire to. I 
have often second guessed 
myself and my ability 
regardless of results and 
feedback, I now realise that is 
my issue to resolve and I can 
no longer blame systems, 
process or management.  
 
My commitment post this 
program is to marry my 
leadership learnings from the 
WOB program and 
associated interviews with 
my social conscious to bring 
confidence and possibility to 
the women of Commonwealth 
Bank. I want to provide 
purposeful experiences 
specifically for women within 
the Bank to show them how 
powerful the outcome is 
when you grow, develop and 
support women. My recent 
trip to Tonga with the South 
Pacific Business 
Development Microfinance 
Ltd gave me first hand insight 
in to what happens in a 
community when you help 
develop a women’s 
confidence and self worth. 
What was so clearly evident 
is, when you provide a hand 
up to a woman you actually 
change lives and 
communities, not just an 
individual.  
Vicki 
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The time for women to shine 
is now - we need to turn on 

the light within us! 
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Interviewees 

 
 
 
 
 
 

  

Fiona Bones 
Regional Controller / 
Director Asia Pacific,  
Google 

Wayne Byres 
Chairman,  
Australian Prudential  
Regulation Authority 

Gareth Edgecombe 
Chief Executive Officer,  
The Comfort Group 

   
 
 
 
 
 
 
 
 

 
 
 
 
 
 

 

Anna Green 
Partner and  
Managing Director, Sydney,  
Boston Consulting Group 

Michelle Guthrie 
Managing Director,  
Australian Broadcasting 
Corporation 

Elizabeth Jack 
CEO and Director,  
Macquarie Point 
Development Corporation 

   

 
 
 
 
 

 
 
 
 
 

 

 

Elizabeth Johnstone 
Chairman, KinCare Group of 
Companies and Senior 
Consultant, DLA Piper 

Ronni Kahn 
CEO and Founder,  
OzHarvest 

Susan Martin 
Chairman and CEO , Local 
Pensions Partnership UK  
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Gaven Morris 
Director, ABC News, 
Australian Broadcasting 
Corporation 

Penny Morris AM 
Non-executive director, 
Macquarie Point 
Development Corporation 
 

Ian Narev 
Managing Director and CEO, 
Commonwealth Bank of 
Australia 

   

 

 
 
 
 
 

 
 
 
 
 
 

Jodie Sangster 
CEO, Association for Data-
Driven Marketing & 
Advertising 

John Symond AM  
Founder and  
Executive Chairman,  
Aussie  

Pauline Vamos 
Chief Executive Officer, 
Association of 
Superannuation Funds of 
Australia 
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Kookaburra Syndicate 

 
  Kerry Adby 

Next Generation of Corporate Female Leaders Syndicate 
Advisor - Kookaburra 

 

Kerry has over 25 years’ experience with large development and 
infrastructure projects in a range of sectors inside Australia and overseas.  
 
A senior investment banker and commercial lawyer, Kerry is currently the 
Managing Director of Copernican Securities Pty Ltd, a specialist consultancy 
providing corporate and strategic advisory services across Australia and 
Asia.  
 
Her breadth of experience and skill set covers strategy, governance, audit 
and risk management, major project financing, capital markets and 
infrastructure. 

 
 
 

 

 

Katrina Ellis 

Senior Manager, Australian Prudential Regulation Authority 

 

Katrina is a senior financial regulator with the Australian Prudential 
Regulation Authority (APRA), experienced in regulatory frameworks for 
banking, superannuation and insurance.  
 
She is a Fulbright scholar and PhD in Finance from Cornell University USA 
with international academic standing. Katrina has experience in advisory 
committees in government agencies and universities.  
 
She is a current member of Macquarie University Economics Department 
Advisory Board and Westminster School Foundation Investment 
Committee. 
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Nawal Silfani 
Senior Consultant and Non-executive Director 
 

Nawal is an experienced board and management consultant with extensive 
legal, governance, compliance and risk, and strategy experience.  
 
She has held senior governance and legal roles at various ASX100 companies 
and has practised as a lawyer at a top tier Australian law firm, where she 
focused on corporate and securities law and governance.   
 
Nawal is a non-executive director of a national industry association and 
trustee of a State government body.  
 
She holds qualifications in law, corporate governance and risk, including a 
Master of Laws from the University of Sydney, and is admitted as a solicitor 
of the Supreme Court of New South Wales. 

 
 
 

 

 Vicki Ward  
Executive Director Transaction Banking Solutions, 
Commonwealth Bank of Australia 
 
Vicki has over 30 years of banking experience including 15 years in 
Transaction Banking Solutions in the Institutional Banks of both 
Commonwealth Bank and JPMorgan. Prior to working in the Transactional 
business Vicki spent 10 years in the Trade Finance solutions teams at both 
JPMorgan & Westpac.  
 
Vicki’s primary responsibilities include setting the ongoing client strategy, 
working with business partners in bringing the latest technology and support 
model to our existing client base as well as supporting her clients and her 
teams in building strong, robust partnerships by leveraging the Bank’s 
innovation, technology, information and analytical capabilities. 
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Liz Williams  
Academic and Board Director 
 

Liz is a highly experienced international policy expert with decades long 
involvement in global Internet governance. She has specialist expertise in 
technology and law, digital communications and electronic commerce.   
 
She has worked on major projects in developing countries like the Mekong 
region; in North America and, for the last decade, in Europe for international 
regulatory agencies and entrepreneurs.  
 
She has strong experience as a board director, focusing on education, 
information technology and the equestrian industry. She is an active sport 
horse breeder and her horses compete with top class international riders.  

 
 
 

 

  Emma Wilson 
Head, Integrated Media, Australian Broadcasting 
Corporation 
 

Emma has had the fortune of working within the dynamic and ever-evolving 
advertising & marketing industry for the past 25+ years.  
 
After cutting her teeth in various media and strategy roles in advertising 
agencies and running her own consultancy, Emma moved over the client 
side at The Coca-Cola Company. During her decade at Coke, she steered 
marketing through transformation in Integrated Strategic Marketing, on-
going digital revolution and subsequent structural changes, in Australia, 
APAC and most recently in Europe. 
 
Emma returned to Australia and in keeping with her mantra of continually 
challenging the norm, has taken up a role at Australian Broadcasting 
Corporation, charged with setting a new strategic course for marketing at a 
time where the media entertainment industry is going through high-speed 
all-encompassing change with far-reaching implications with audiences. 
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Allison Yeoland 
Chief Financial Officer, Secure Parking  
 

Allison has a strong commercial and accounting background with over 20 
years of experience in various business sectors and countries.  
 
Allison has worked for Secure Parking for over 12 years, focusing her team 
of 30 staff on continual improvement and performance excellence 
programs. Her strengths include financial acumen, leadership, efficiency, 
communication and negotiation and teamwork with a current focus on 
digital transformation and innovation.  
 
Allison is a Fellow of CPA Australia and was recently elected to the CPA 
Divisional Council. 

 


