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The Rise Women in Leadership Survey and Report 2021

1. INTRODUCTION
This report is an authoritative review of how women reach senior
leadership positions in the broadcast technology sector, encompassing
engineering, technical operations, marketing, sales and business.

122 women took part in an anonymous survey in 2021
and shared their career experiences, from entry level
and education questions to their experiences with
family commitments, imposter syndrome, mentoring
and more; helping us to firstly understand and identify
common key defining factors and trends that have led
women to become successful leaders in the broadcast
technology sector, and secondly to work with male
and female leaders across the sector to develop
initiatives and programmes of work to encourage and
support younger women to reach senior positions. This
report is using some other sources to inform some
recommendations and summary findings.

We aim to open up more opportunities for women
through holding regular networking events and
seminars, our annual mentoring programme, as well
as celebrating the skills and achievements with our
Rise Awards. We also deliver the Rise Up Academy
programme, which is working with primary and
secondary schools to #inspire #educate and #inform
children and young people about the pathways and
career opportunities available to them within the
industry. The women that will benefit from joining
Rise will be in non-craft roles in any type of broadcast
manufacturer, service provider or end user.
Find out more: https://risewib.com

Of these respondents, a majority are part of a
leadership team, with the remainder representing
deputies of someone on the leadership team, with
100 acting as employees, 10 owning and acting as
employees within their own companies and the
remaining 12 owning their companies. Roughly half
of the respondents have always worked in the media
industry, and the other half have changed career paths
at some stage. A majority (82%) have been in the
workforce for 16 or more years.

KTN is the UK’s innovation networking agency,
connecting ideas, people and communities and
supporting innovators to respond to national and
global challenges and drive positive change through
innovation. Our diverse connections span business,
government, funders, research and the third sector.
If you are seeking business support, funding, or to be
connected to a partner organisation, we can assist;
in sectors from defence to agriculture, design to
transport, and beyond.
Find out more: https://ktn-uk.org

These results will guide Rise's future work in helping
women to reach their potential and succeed in
leadership positions through rigorous training,
development and support programmes.
Rise is an advocacy membership group which supports
women from all backgrounds working in the broadcast
technology sector. Our goal is to ensure that there is
a diverse and gender balanced workforce across the
specific areas of: engineering, technical operations,
sales, marketing and business.

risewib.com
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Graph 1: Are you part of the leadership team within your organisation or the deputy of such?

Don’t stay in your comfort zone; learning is so important! Use the time
that you have and use the knowledge of those around you to build your
own knowledge. It isn’t just about success, it’s about being satisfied and
happy with what you do.
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2. FOREWORD
Welcome to Rise’s first Female Leadership Report in partnership with KTN.
I am absolutely delighted that our survey in early 2021 has now resulted in a
fully-fledged report that will help companies and individuals have a better
and deeper understanding of behaviours, attitudes and support that can
lead to a woman progressing and occupying senior positions at companies
across the globe.

Rise and the IABM conducted a Broadcast and Media
survey in Summer 2020 that found that men are more
likely to occupy ‘C’ level positions and that females
earn $80-85K on average compared to males with
$100-135K respectively.1 There is still a significantly
long way to go to see a gender balanced and diverse
workforce across the broadcast media technology
sector and, importantly, that balance in the most senior
positions across the industry.
There are themes in this report that will perhaps
surprise you, and others that won’t. We discuss and
hear a lot about imposter syndrome when talking about
female diversity through our work at Rise, with many
women confessing to experiencing this at various levels
throughout their career. But this report finds that 25%
of our female respondents do not have any imposter
syndrome at all, a fascinating statistic that we will be
doing more digging into, to understand how we can
support other women to reach this mindset, and to not
be held back by limiting beliefs.
One of the findings I am particularly fascinated by is
the level of risk taking the survey found. A majority
of our respondents, at 66%, would say they are risk
takers (at the highest offered levels of 4 or 5 out of 5).
How often do those interviewing for senior staff or CEO
/ CTOs ask about risk and their approach to risk taking
when interviewing a woman? I would love to know.
But we have seen it clearly in our findings and I think
this is something for companies and those leading
recruitment initiatives to reflect on.
This report has come about as a direct result of Peggy
Rieckmann and Stefi Popescu’s enthusiasm and
dedication for wanting to explore their different paths
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to leadership, in the
industry. As two
previous Mentees on
our Rise Mentoring
Programme, they
developed the survey
in early 2021 and
analysed the trends
and patterns during
the summer 2021.
Their work has
since been pulled
together in this excellent report by Daisy ChapmanChamberlain who has brought to life the themes and
recommendations that you read here today. I would like
to thank all three of them for their work and support in
creating and launching this ground-breaking report.
Rise’s intention is to build on this report and to develop
further programmes and initiatives that will help the
sector encourage more women into leadership positions.
We will also be launching our new accreditation
programme (more details at the end of this report) for
companies working across the sector in early 2022. If
you would like some more information on this, please do
let me know.
Finally, I would also like to thank all of our sponsors and
partners, without whom we would not be able to deliver
this important work.
Thank you,
Carrie Wootten
Rise Managing Director
carrie@risewib.com
1. https://theiabm.org/wp-content/uploads/2021/01/BaM-Census-report.pdf

3. OPINION
The business case for diversity is unequivocal1. More
diverse leadership teams lead to better financial
performance through attracting top talent, increased
employee satisfaction and decision making and
driving diversity of thought. Gender is an important
component of diversity and plays a critical role in
delivering business performance. Studies by McKinsey
& Company2, in 2019, showed that companies with
gender diversity in the top quartile were 25% more
likely to experience above average profitability than
those peer companies in the fourth quartile. This is an
increase from the 15% reported in 2014.
However, the Rose Review of Female Entrepreneurship3
highlighted that fewer UK women choose to be
entrepreneurs than in best practice peer countries,
women are five times less likely than men to build
a business of £1 million+ turnover and women-led
businesses are less likely to receive funding at all
stages of the investment journey.
It must also be recognised that Covid-19 has impacted
significantly on businesses with females perhaps
disproportionally affected due to their roles as carers.
A recent report4 on women entrepreneurs from lowand middle-income countries found that 9.2% reported
that the pandemic was the biggest challenge they
had ever faced and 38.5% believed their businesses
may have to close as a consequence. Still, some
opportunities for women have also arisen with, for
example, the recognition that flexible working patterns
can be adopted without detrimental effects.
Given this context, KTN was delighted to partner
with Rise in the production of this Female Leadership
Report that focuses on how women reach senior
leadership positions within the broadcast technology
sector. Whilst KTN brings a breadth of knowledge
across the innovation landscape, Rise is focused on
supporting women working in the broadcast media
technology sector, with a focus on engineering and
technology roles.

This report clearly
highlights a number
of key areas that
have impacted
on leadership
development
and progression
together with
recommendations
on how to address
these.Significantly, a
substantial amount
(75%) of the women surveyed had experienced imposter
syndrome. Furthermore, women of colour, especially
black women, and representatives of the LGBTQIA+
community are at more risk of experiencing imposter
syndrome. Recognition that imposter syndrome exists is
critical and can be tackled through a variety of initiatives
such as employee networks and role model visibility
together with positive encouragement and reward.
This Report also highlights the importance of mentoring
with mentees promoted five times more often than
those without mentors. An affirmative link was also
established between mentoring and board membership.
There are a variety of mentoring approaches, beyond
the known traditional methodology, including reverse
and circle mentoring for which significant precedence
exists. It is important to ensure that mentors come from
a range of backgrounds and lived experiences to ensure
inclusivity.
Whilst there is much more to be done to support
women within broadcast technology and other
sectors, this Female Leadership Report articulates a
clear pathway to support positive change. There is a
responsibility on all of us to help where possible and
to recognise that gender is just one aspect of diversity
that should be celebrated.
Dr Kirsty Hewitson
Director of Capability, KTN

1 Diversity Matters, McKinsey and Company, 2015
2 Diversity Wins, McKinsey and Company, 2020
3 The Alison Rose Review of female Entrepreneurship, 2019
4 Women entrepreneurs: surviving the pandemic and beyond, The Cherie Blair Foundation for Women, 2021”
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4. CONTEXT
Gender balance across technology industries globally remains an
ongoing challenge. According to Women in Tech, only 19% of the
technology workforce in the UK are women, with 77% of technology
director roles held by men.
Considering further factors, Black and Hispanic women
hold just 3% of roles and Asian women 5%. In the
USA, the percentage of women in broadcast and sound
engineering technician roles (and radio operators) stood
at 9% of the total workforce in 2015; representing a
decrease from 12% in 2004, according to the US Labour
Department. Ofcom found that, looking at the workforce
of those working in TV and radio in the UK (2018/19),
7% of TV employees are disabled, compared with 19%
of the working age population, that only 8% of senior
management roles in TV are occupied by people from
ethnic minority backgrounds, compared with 12% of the
working population, and only 1% of senior managers
working in TV are Black.
Looking specifically at leadership, a low percentage of
women hold senior roles; according to Tech Nation’s
2017 report, “Diversity and inclusion in UK tech
companies”, and the senior-level gender balance has
proportionally remained fairly static since 2000, despite
a number of initiatives and support programmes to
address this. With this in mind, this report aims to take
a positive look at what has worked successfully to
build the seniority pipeline in broadcast technology for
women, finding commonalities and themes, and to see
how this can highlight trends which can be used in the
future to enable more younger women to have similar
successes.
This report focuses on gathering information on a
typical career trajectory, identifying those trends and
commonalities between women and leadership roles. It
also examines different aspects of their backgrounds
and paints a picture of what the journey into leadership
might be. This was achieved using a survey with
multiple choice answers (and some qualitative options)
encompassing education, location, age and more. Where

risewib.com

it has not been possible to present answers in graph
or word bubble format due to the variety of responses,
the data can be found in the appendix of this report.
Answers differ widely; from the first roles women held,
to their management experiences, the support they
received during their career, additional qualifications
they pursued and beyond. This survey was specifically
targeted at women in leadership positions and their
direct deputies; women at senior-level positions in
companies all around the globe. Care has been taken to
reach a global audience, with a majority of respondents
from Western Europe (71%), the next largest group from
North America (18%) and the remainder from across
APAC, Australasia, the Middle East and others. Looking
at other factors, the ‘BaM Census - Benchmarking the
Industry’ carried out in partnership with Rise and IABM,
reports that over 80% of those working in the broadcast
and media industry have white ethnicity, with men more
likely to be involved in the Audio and Immersive sectors
and older males being overrepresented among media
technology vendors. Similarly, CEO and CTO roles tend
to be occupied by men.
The aim of the survey was to produce this report;
ultimately working to design a roadmap to enabling
women to access leadership positions and the support
that may be required; from workshops to mentoring
and more. The results will also be embedded into a new
accreditation programme to be offered by Rise. It is
also vital that these findings are shared with women
at the beginning of their careers, helping them to plan
accordingly.

Don’t self-select out because
you don’t meet 100% of the
requirements for a job or a role,
just go for it. Women in particular
will select out because they’re
not meeting a high level of
criteria, but don’t block yourself.
Women who are looking at
starting families may sometimes
restrict themselves – i.e., not
putting themselves forward for
promotions – but don’t limit
yourself.

The Rise Women in Leadership Survey and Report 2021

Because of my age, there has
been a lot of resistance, and
comments such as, “Why are
you continuing in education
and going to university, isn’t
your objective to get married?
Engineering is too difficult
for a woman.” which was the
prevailing attitude at my time
of study. Then the environments
at the University and where
I worked had a lot of sexism
and outright harassment – that
was just how it was at the time.
Luckily it didn’t put me off.

5. WOMEN IN BROADCAST
TECHNOLOGY HISTORY
The authors and creators of this report believe that examining our
historical progress is important in moving forward into the future.

It is not uncommon to find that unconscious bias and
(in some cases) bias in education leads us to believe
that this is an industry that was wholly shaped by
men and male voices, and a lack of visibility is a key
barrier to encouraging women into roles in the present
day. ‘Statistics on Women in Engineering’ (Women’s
Engineering Society, 2018) reports that about half
of young women do not consider careers in STEM,
partially because they perceive careers including
engineering and technology are ‘better suited to the
opposite sex’ and partially because these perceptions
are acquired at an early age and therefore may prevent
future development opportunities being seized.
With this in mind, this section will outline a select
few women who have made their mark on broadcast
technology and engineering historically, and some
of the history within this; we encourage you to share
their stories both professionally and personally. It was
extremely challenging to find stories of women of
colour in broadcasting technology and engineering and
we wish to reflect the further inequality experienced
by women who are from ethnic minority backgrounds,
disabled, LGBTQIA+ and more.
To encourage more young women into the sector, there
are several techniques and programmes which can and
should be implemented, many of which will be explored
in this report. Naomi Climer, a British engineer who
has worked in broadcast media and communications
technology, including at the BBC, was the first female
President of the Institution of Engineering and
Technology, appointed in 2015. She said, “We need
many concerted actions from school to industry over a
number of years; companies and universities that have
focused on these things have had an impact. There
could also be more coverage of women in technology
in the media, and companies and universities should
set themselves gender parity targets, and measure and
report on their progress.”

Some of the earliest examples of women working in
broadcasting and communications is within the telegraph
sector in the late 1840’s, particularly ship to land in
maritime applications. The first woman (known) to have
worked professionally as a maritime radio operator was
Annie Tucker, in 1908, aboard the vessel ‘Indianapolis’ in
the USA. In Australia, Florence Violet Mackenzie OBE was
the first female electrical engineer (1939) and founded
the ‘Women's Emergency Signalling Corps’.
In the UK, by the end of WW2, around 800 women had
been trained at the BBC Engineering Training School,
including roles within maintenance, transmission
stations, and the equipment department. Mary
Ticehurst was first employed by the BBC on the
broadcast transmitter at Daventry during the war.
However, according to oral history accounts by women
working within the BBC at the time, when men returned
from the war they looked to be reinstated in their old
posts. The BBC did not directly remove women from
broadcasting jobs, but they were moved away from
transmitters to work in studios. By the 1950’s, the
number of women engineers was reduced to a quarter
of the number there had been during the War.
Barbara Franc was the first woman to work in the BBC
as a camera assistant (1973). Around this time, the
‘Women in the BBC’ report was published as an internal
document highlighting the BBC’s gender imbalance; the
Engineering Department was particularly unequal.
Knowing our progress to this point is crucial to
continuing to move forward in an inclusion context;
from the above, it is clear that bias about industry
perceptions still lingers, with very recent examples of
‘firsts’ within gender inclusion in broadcasting. We can
also see that there is still much work to be done around
intersectional gender inclusion including race, faith,
disability and beyond.
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Executive Summary of Findings
AGE

• 58% of respondents had 10 years

•

•

•

or fewer of work experience
before reaching senior level;
experience is not necessarily
the most important element in
progression
A majority of women entering
the industry begin at entry level
positions, seemingly regardless
of age. We can assume that
seniority upon industry entry
is based on factors other than
age; including education level,
additional training, mentorship
and more
Companies must be encouraged
to avoid bias in their hiring
processes, including through fair
advertisement and the utilisation
of recruitment tools such as
Gender Decoder
Providing work experience and
career talks is important to
support the next generation

RISK APPETITE

• 36% of respondents changed

•

•

•

•

•

•

study at leadership or deputy level
had reached degree level at 77%
Only 21.8% of disabled people
had a degree in 2019 compared
with 38.0% of non-disabled
people
Careful assessment is needed for
each job; are the skills required
for the role only gained through
a degree, or can they be taught
through shorter, cheaper, more
accessible training courses,
or indeed on the job, to avoid
possible discrimination?

risewib.com

• The majority identified that

•
•

•

CARING
RESPONSIBILITIES

EDUCATION

• The majority of women in this

either role across companies or
changed role within companies
frequently
66% responded that their risk
appetites were at the highest
levels offered for this study (4
or 5 out of a possible 5). This
indicates that a higher risk
appetite may assist in achieving
more senior positions for women
in the sector
Almost half of the respondents
to this survey moved (either
regionally or internationally) for
career reasons
We must ensure that senior
roles are awarded based on
performance and talent, rather
than length of service
We must ensure that workplaces
suit millennials, Gen Z and provide
the opportunities for progression
needed to retain this talent

MENTORING

• Black and minority ethnic

•
•

•

carers are more likely to be
financially struggling and are
more likely to care for more
than 20 hours a week (NHS
Information Centre, 2010)
Only 12% of respondents said
that they shared parental leave
with their partner
Longer periods of caring leave
are taken in North America,
whereas care is taken for shorter
periods but more leave is taken
overall in Western Europe
Offering flexible working, shared
parental leave and examining
company culture is crucial
in ensuring carers are not
discriminated against

they had not ever had a mentor
(57%); the remainder had either
had a mentor or were currently
being mentored (43%)
63% of respondents had never
had a mentor and also had never
sat on a board.
Nearly 30% of respondents
who had been or were being
mentored had sat at board level;
implying a significant increase in
likelihood of board membership
for those who engage in
mentoring
Mentees are promoted five
times more often than those
without mentors. Mentoring in
workplaces is incredibly valuable
and must be established and
promoted

IMPOSTER SYNDROME

• A majority have experienced or

•

•

•

currently experience imposter
syndrome; 75%. The remaining
25% have never experienced it
Of respondents who identified
with the highest level of risk
appetite of 5, 25% reported
they had never experienced
imposter syndrome
Women of colour, especially black
women, as well as the LGBTQIA+
community are most at risk of
experiencing imposter syndrome
Representation, support and role
models are crucial

Executive Summary of Recommendations
Age

• In 2018, Gallup asked Gen Z and millennials (in the U.S.A.) what they look for most in an employer, and

•

•
•

found that the highest priorities were an employer who cares about their wellbeing (this was also a topranking issue for every generational working cohort Gallup polled before COVID-19), leaders being ethical,
open and transparent, and leaders who commit to and build a diverse and inclusive workplace. Ensuring
leaders and workplace cultures reflect this is vital to attracting younger workers (and retaining them)
Deloitte’s 2021 global Millennial Survey reports that 71% of millennials will leave a position within two
years if they feel their skills are not being developed. Offering development, training and advancement
opportunities is therefore key. This is reflected by older millennials too; in 2011, PwC found millennials
ranked mentorship and training among the top three factors in choosing where to work
This is also echoed by the 2014 Harvard Business Review polling of 1400 millennials, who said they want
more feedback from their managers - in particular, they want it on a monthly basis - from which we can
also draw a line to the desire for feedback through mentorship from younger workers
Experience is not necessarily the most important element in progression in broadcast technology;
other elements beyond experience and age play a role. It is therefore vital to ensure companies are
not excluding candidates based solely on years of experience and look for the skills/attitude needed to
deliver a role, rather than time in the sector.

Risk appetite

• We must ensure that senior roles are awarded based on performance and talent, rather than length of
•
•

service. This can be achieved through fair advertisement and the utilisation of recruitment tools such as
Gender Decoder
If a higher risk appetite correlates with and may influence achieving more senior positions for women
working in broadcast technology and the media, including assessment of this should be included at
interview stage
We must ensure that workplaces suit millennials, Gen Z and provide the opportunities for progression
needed to retain this talent. This includes providing job characteristics that younger workers look for; an
interesting job, flexible working/time to spend with family, a good salary, a job that makes a difference
and more (Understanding Society; the UK Household Longitudinal Study 2015-16)

Mentoring

• Mentoring in workplaces is incredibly valuable and must be established and promoted. Time within
•
•

working hours must also be set aside for this, rather than expecting staff to do this in their own time
Mentoring across age ranges and reverse mentoring should also be considered to ensure the widest
range of engagement as well as value for those already at senior-level. Reverse mentoring also helps to
ensure consistent improvement of internal inclusion across a business
Mentoring must be inclusive; ensure mentors have had inclusive training including in the use of inclusive
language. Mentors should reflect on their own experiences and privileges/lack of privileges, and ensure
they adjust their mentoring style to suit each mentee. Mentors should come from a wide range of
backgrounds

Education

• Careful assessment for each job; are the skills required for the role only gained from a degree, or can
they be taught through shorter, cheaper, more accessible training courses, or indeed on the job?

• Ensure training is accessible physically and mentally
• Consider what can be provided on-the-job and how different learning styles, as well as accessibility, are
crucial. For example, considering hands-on versus academic styles of learning
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Caring Responsibilities

• Offer shared parental leave and flexible/home working
• Ensure women are able to attend ante-natal and other hospital appointments (both related to and
unrelated to caring) without question

• Offer childcare in the office and family-friendly engagement events with work colleagues
• Assess the culture of the company; ensure robust policies are in place to protect women who choose to
•

be mothers, who are carers, and more
Consider training mental health first aiders to assist those who may find caring difficult

Imposter Syndrome

• Internal support networks based on different characteristics (for example, race, gender, disability)
•
•
•
•

can have good outcomes and can increase the sense of belonging and support for staff with these
experiences within a company
As outlined in a previous section of this report, mentoring can also have very positive outcomes
Examine the company culture; create an atmosphere that allows for failure (and then learning from it)
Role models who are representative of different characteristics (again, gender, disability, race and more)
are essential in fostering a sense of belonging
Consider how managers interact with staff – a ‘gentle’ leader (a leadership style explained in the
Imposter Syndrome section of this report) may spend more time supporting, coaching, mentoring and
discussing to support staff who require a boost in confidence. A gentle leader can work with staff to
1. Identify and build on their strengths
2. Identify areas to learn from and build on this gradually
3. Monitor their success; are they recording their successes so they can go back to review them?
4. Give public and private kudos and encouragement
5. Challenge staff appropriately
6. Act as a role model of confidence

Qualitative Data; skills and self-perception

• Top traits focus on a strong work ethic and having a high level of determination. When hiring, looking for
these qualities may well assist in identifying clear future leaders

• Determination and work ethic can also be taught; through many of the support systems already outlined
•

including mentorship, employee networks, role models and more
Mental health support is crucial; from mental health first aiders, accessible counselling and support
programmes and well-trained managers, to support for taking ‘mental health days’ as much as physical
health (illness) days and more

General recommendations

• Hiring panels should be diverse to avoid bias. Companies should also ensure fair advertisement and the
•
•
•
•

utilisation of recruitment tools such as Gender Decoder
They should also consider their advertising presence and possible role models, looking to promote an
inclusive image externally as well as internally
Education internally is also key for staff at all levels, not just senior; ensuring the whole organisation
understands the benefits of diversity and inclusion and doesn’t think of this as a box-ticking exercise
Work in schools, colleges and universities is central to supporting the next generation in achieving work,
as well as shaping the company to suit future workers
Considering intersectionality across all needs is vital; including race and ethnicity, disability, LGBTQIA+
identities and beyond, as all people have intersecting needs and identities that must be holistically considered

risewib.com
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Age
Executive Summary

Age is a key factor when considering intersectionality
between gender and seniority of roles. According to
the 2020 UK Spencer Stuart Board Index, which looks
at the top FSTE 150 companies, the average age of
non-executive directors has increased slightly from
60 to 60.3; compared to 2019, where non-executives
averaged 56.3 years compared with 57.3 years the year
before.

In this section, we found that;
•

58% of respondents had 10 years or fewer of
work experience before reaching senior level;
experience is not necessarily the most important
element in progression

• A majority of women entering the industry begin
at entry level positions, seemingly regardless of
age. We can assume that seniority upon industry
entry is based on factors other than age;
including education level, additional training,
mentorship and more

This section will look at seniority in a broad sense in
broadcast technology, examine parallels and draw out
any key learning points.
It is essential to look specifically at the ages women
entered the industry and the position or level they
started at as it can help to understand if there is a
correlation between experience, or indeed ageism, and
a jump-start to achieving more senior positions. As we
can see from the above, there is some correlation with
age and seniority upon entry, but it is not significant.
A majority of women entering the industry begin at
entry level positions, seemingly regardless of age. It is

• Companies must be encouraged to avoid bias
in their hiring processes, including through fair
advertisement and the utilisation of recruitment
tools such as Gender Decoder
• Providing work experience and career talks is
important to support the next generation

Graph 2: What age did you enter the industry at?
Did you start your career in an entry
level position or above?
Above entry level position
Entry level position

Before 18

19-20

21-22

23-25

25-29

30+

-

2

2

12

6

9

10

11

29

20

13

8

worth noting that senior level-entry is more common
at ages 23 and above. From this, we can assume that
seniority upon industry entry is based on factors other
than age; including education level, additional training,
mentorship and more.
As previously outlined, around half the women who
responded to this survey had always worked in the
sector, whereas the other half had come from other
sectors, as shown by the following word cloud,
opposite.
We can see that technology, telecommunications
finance and art are all particularly common industries
from which to transition into broadcast technology.
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Looking at the word bubble on the opposite page,
which displays the most common first roles held by
respondents upon entry to the industry, there are some
roles which are clearly the most common to be held at
the start of a career in broadcast technology;
• Runner
• Production Assistant
• Engineer
• Journalist
• Sales Executive
Compare this to the current roles held within
organisations; respondents were business leaders at
37%, operational leaders at 22%, marketing leaders at
11%, technical leaders at 14% and others, we can see
the growth in seniority of the women who took part.

However, moving from these first roles to looking at
the years of work experience before the first leadership
role is held allows us to draw some interesting, and
perhaps surprising, conclusions.
We can see that, after completing full-time education,
35% of our respondents had 6-10 years of work
experience before they reached their first senior role;
the highest proportion for this question. However,
nearly 23% of respondents had up to 5 years of
experience, meaning that almost a quarter had a
relatively low number of years of work experience
before reaching leadership level. We can therefore
conclude that, with 58% of respondents having 10 years
or fewer of work experience before reaching senior level,
that experience is not necessarily the most important
element in progression in broadcast technology, and
that other elements beyond experience and age play
a role. The following sections of this report will outline
what some of these factors may be.
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We must also consider a wide range of factors. Young
people (16 to 24) are more likely to identify as lesbian,
gay or bisexual than those over the age of 24. In
2019, 6.6% of all 16- to 24-year-olds identified as LGB
(lesbian, gay and bisexual), an increase from 4.4% in
2018 (UK). However, according to Stonewall, nearly
one in five LGBTQIA+ people who were seeking work
said they were discriminated against because of their
sexual orientation and/or gender identity when job
hunting in 2018. Stonewall recommends ensuring staff
are supported through training, have strong policies,
should support LGBTQIA+ role models at work and
more in order to address this.
Graph 3: How many years experience did you have
before you had your first leadership position?

RECOMMENDATIONS

• In 2018, Gallup asked Gen Z and millennials
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(in the U.S.A.) what they look for most in an
employer, and found that the highest priorities
were an employer who cares about their
wellbeing (this was also a top-ranking issue
for every generational working cohort Gallup
polled before COVID-19), leaders being ethical,
open and transparent, and leaders who
commit to and build a diverse and inclusive
workplace. Ensuring leaders and workplace
cultures reflect this is vital to attracting
younger workers (and retaining them)
Deloitte’s 2021 global Millennial Survey reports
that 71% of millennials will leave a position
within two years if they feel their skills are
not being developed. Offering development,
training and advancement opportunities
is therefore key. This is reflected by older
millennials too; in 2011, PwC found millennials
ranked mentorship and training among the top
three factors in choosing where to work
This is also echoed by the 2014 Harvard
Business Review polling of 1400 millennials,
who said they want more feedback from their
managers - in particular, they want it on a
monthly basis - from which we can also draw
a line to the desire for feedback through
mentorship from younger workers
Experience is not necessarily the most
important element in progression in
broadcast technology as shown by the
respondents to this report; other elements
beyond experience and age play a role. It is
therefore vital to ensure companies are not
excluding candidates based solely on years
of experience and look for the skills/attitude
needed to deliver a role, rather than time in
the sector.

Risk Appetite
For the purposes of this report, risk appetite is defined
as the level of risk that a person is prepared to accept
in pursuit of their objectives, such as a more senior
role/career progression, before action is deemed
necessary to reduce the risk. It is the balance between
the potential benefits of change and the threats that
this may bring in a personal sense; for example, moving
from one company to another, or from one region or
country to another.

Executive Summary
In this section, we found that;
• 36% of respondents changed either role across
companies or changed role within companies
frequently
• 66% responded that their risk appetites were at
the highest levels offered for this study (4 or 5
out of a possible 5). This indicates that a higher
risk appetite may assist in achieving more senior
positions for women in the sector

This section will look at the impact risk taking can have
on a career and seniority level in broadcast technology
careers, examine parallels and draw out any key
learning points.

• Almost half of the respondents to this survey
moved (either regionally or internationally) for
career reasons

Looking at all respondents to this survey, 20%
responded that they changed organisations frequently,
20% that they neither changed often or stayed
extraordinarily long, 16% said they stayed within their
company but changed position internally and the
remainder (44%) reported they stayed in the same
organisation for a long time. This means that 36% of
respondents changed either role across companies or
changed role within companies at a level they would
consider to be frequent.

Project your views, voice and
opinion - be assertive! As a black
woman there is a stereotype of
the ‘angry black woman’ when
you assert yourself but it’s about
being assertive in the right way
and making an impact.

• We must ensure that workplaces suit millennials,
Gen Z and provide the opportunities for
progression needed to retain this talent

Graph 4: How would you describe your risk-appetite in
your career?
40
Count of How would you describe your risk-appetite in your career?

When asked to self-describe their risk appetite, a
majority (66%) responded that their risk appetites
were of the highest levels of 4 or 5, with 23%
identifying their risk appetite as middling (level 3) and
the rest as low. We can conclude from this that, as the
women who took part in this report are leaders, deputy
leaders and those occupying senior roles in their
industry, a higher risk appetite correlates with and may
influence achieving more senior positions for women
working in broadcast technology and the media.

• We must ensure that senior roles are awarded
based on performance and talent, rather than
length of service
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CASE STUDY
Risk Taking - Hilary Roschke - Director of Strategic Operations,
SDVI Corporation
1. Can you tell us a bit about your career so far?
I have always been fascinated by the intersection of
technology and entertainment and gravitated towards
opportunities like AV Club and the Technical Crew for
my school’s Theatre department. That interest logically
took me to university to study film and television,
with dreams of becoming a documentary filmmaker.
After graduating, I was lucky enough to land a job as
a Clipping and Cataloguing Specialist with Discovery
Communications (which happened to be headquartered
down the street from where I grew up!). That first role
was formative – we were responsible for digitizing raw
camera tapes, selecting footage that would be valuable
for re-use, and adding a host of metadata to the file
to make it discoverable in large archives. It wasn’t
glamorous work, but I was thrilled to be working in my
chosen industry!
In the first few weeks I made an observation which
doubled the output of our team. I noticed that by
digitizing another tape while we were clipping the
media we had just captured, we were able to gain
back “lost hours” from the day. At first, I was sure that
someone else had thought of this, and that there was
a good reason we didn’t work more efficiently, but I
mustered up my courage and asked anyway. Lightbulbs
went off with managers and colleagues, and overnight,
our team was twice as productive! That one moment
shifted the trajectory of my career. I realized two
important things. First, that I can and should trust my
voice because not everyone sees the world the same
way I do. Second, that I (truly) love solving problems
and helping people and teams be more impactful. This
second realization changed the trajectory of my career
from a creative path to an operational and technical
one.
I worked my way up through various logistics and
operations groups, eventually overseeing a project
responsible for the technical and editorial revisioning
of US content for EMEA audience. In addition to
delivering on our commitments and ensuring a
positive team environment, I was always looking at
the opportunity to leverage technical and/or process
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improvements to
solve bigger
problems for our
wider organization.
My interest and
success in this
area led to larger
opportunities, as
executives noticed
and started assigning
me to wider scale/
more sensitive
projects in addition to my daily tasks. These projects
introduced me to the Strategy and Process team whose
entire job was to focus on the intersection of people,
technology, and transformation. I was fascinated by
that team, and ultimately made the difficult choice to
take a lateral move to join them.
The decision was hard for me, not only because I have
deep respect and admiration for the Media Logistics
organization, but because I was leaving the safety of
a role which afforded me professional recognition and
autonomy. I had built a solid reputation, and would be
jumping into a new world where I would need to prove
myself again. In times like this, I ask myself “where will
I be able to provide the most value?” – generally the
answer is clear.
On the Strategy and Process team, I took on a number
of transformation projects, often focusing on ones that
impacted global media operations. I think the most
impactful project I worked on was the re-engineering
of Discovery’s media workflows as we migrated
them up to the cloud. This started with inbound
media processing and cloud playout migrations, for
which Discovery and key partners like SDVI and AWS
were recognized with a Technology & Engineering
Emmy! The cloud migration effort continues with the
transformation of complicated workflows like editing
and language customisation (amongst other things).
This project required that I call on all my previous
experience, as well as requiring that I learn and
apply new and highly technical principles, practices,

architectures, concepts to our traditional notions of
media processing.
Recently, I made another bet on myself, and on where
I can provide the most value. I left Discovery after 17
wonderful years, and joined the SDVI Corporation. SDVI
operates at the front of the Cloud Media Supply Chain
movement, and offers cloud-based technologies that
empowers organizations to achieve business agility,
realize operational efficiency, and pursue growth
opportunities.
Additionally: What are your top 3 traits, do you think?
That’s a great question! I think we all are the product of a
mix of personal and professional traits, and I think those
can change over time, but right now I would say that:

• I am relentlessly curious. I strive to learn as much as

•

•

I can – not only searching for new ideas or deeper
understanding, but also learning from my mistakes.
This leads to a natural cycle of improvement –
everything I do can be improved by learning from
new data-points.
I am versatile – I work in a fast-changing
environment and need to context-switch quite a bit.
I respond to situations fairly fluidly, drawing from
a curated toolkit of styles and skills and abilities to
help me do this. The variable response will depend
on business needs, as well as the specific needs of
the person(s) involved.
I am empathetic. I actually fought this instinct early
in my career, but have learned that it’s okay to show
that I care about people’s feelings, motivations,
challenges and personal/professional goals. This
isn’t a sign of weakness, rather, it can be a source of
strength in times of drastic change.

2. Would you consider yourself to be a risk-taker?
I would say that I am an eyes-wide-open risk taker. There
is power in risk-taking - stepping beyond your comfort
zone either as a person, a team, or a company. If you
don’t take risks, you will miss out on great opportunities,
but you need to manage that risk carefully. It is critical
to understand the potential upside and downside, to

closely monitor progress – looking out for key indicators
of success or failure, and to be brave enough to pull the
break when needed. Taking a risk and failing “fast” can
teach you invaluable lessons, so even when the result
isn’t what you had hoped for, you can learn and grow
from it. Balance optimism with pragmatism.
3. What does being a risk taker enable you to do
within your job and career more generally?
I would say that my career shifts (group to group
or company to company) were inherently risky, and
were also the things that have had the most impact
on my professional growth. The same can be said for
stretching myself with extra responsibilities or new
assignments to continue to grow within roles/teams. I
want to acknowledge that I was very lucky that I was
able to take those risks.
Being comfortable with risk when your income or job
security is at stake is not easy, and it is not something
everyone can do. I think it’s important that we are
very clear about that – there is a tremendous amount
of privilege, circumstance and/or sacrifice required
hidden behind any advice like “don’t be afraid to take
a pay cut for a job you are interested in”. This is true
for everyone, but especially for women who often are
also responsible for domestic and/or caretaking tasks.
I think that leaders need to be more aware of this,
and work to find alternative ways to provide exposure
and stretch/growth projects that are less risky to the
individual.
4. Have you always been a risk taker? Has it come
naturally or is something you have learnt?
I do think that I have always been a risk taker, but
I have had to force myself to learn to be more
comfortable taking certain types of risks earlier. Early
in my career it was easy for me to get comfortable as a
“big fish in a small pond”. I loved the proverbial pond,
but it wasn’t feeding anything except my ego. Moving
into deeper water is terrifying, but ultimately the thing
you need to grow. I have learned to move towards the
task or skill that I find myself most uncomfortable with
– shortening the cycle.
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5. How do we encourage young women and
those entering the industry to adopt a more risk
taking approach to decisions and the pathways
they might take?
It starts with confidence in voice, and that is something
that needs to be encouraged in early careerists
because it doesn’t come naturally to everyone. It is
critical that leaders make sure to be inclusive – bring
people along to meetings, ensure everyone gets to
share their opinion and solicit feedback. On the flip
side, you need to be sure that you are taking advantage
of the opportunities you are given in those areas. The
value of raising your voice raises your confidence,
whether that is making a point or asking a question.
I would also encourage women who have had success
to keep the door open and pull the next woman
through – show them the path. The old adage of “the
old boys’ club” is real – there are networks and trusted
matriculation paths in many industries that go back
for years. I would challenge people to reach out farther
and wider - create bigger and better networks.
6. Do you think having an open approach to risk
taking is needed for leadership roles?
Absolutely. If you aren’t looking at the horizon and
trying to stay ahead of the curve – ahead of the change
- you’ll find yourself in hot water. Leaders who wait
for all the information, or who get stuck in analysis
paralysis, will end up playing catch-up or missing the
opportunity. Leaders who leap too fast – who are too
reactionary - can crash and burn. Leaders who are
comfortable with the risk of taking a measured step
in a new direction when they have gotten just enough
information are more likely to succeed in furthering
their goals and the goals of their company.
The cloud in particular has transformed how people
think about risk and change – you can model something
rapidly in the cloud, and learn quickly if it works or not
– very different from a model that would require huge
investments in time and money on a hunch. Leaders
can be more proactive because the true risks are
reduced with iterative and virtual experimentation.
7. How does risk taking in a leadership role
manifest itself?
I think it’s important for leaders to be open about
taking risks whenever possible. Talk about plans,
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celebrate successes, but also celebrate (or at least talk
openly about) failures.
I learned a valuable lesson related to “successful
failures” a few years ago – I was working with a team
on a proof-of-concept exercise. It was clear to me that
the concept was not viable, at least not in the way it
was framed for the test. The team kept pushing and
pushing, and it became clear they were very worried
about a failed test. I realized that they had confused
a successful test with a successful proof of concept.
Even though the testing failed, the proof of concept
was successful. Admitting that the POC wasn’t viable
allowed the team to move on, iterating and delivering
an alternate solution.
8. Have you moved roles frequently?
Yes, I have changed roles fairly frequently in my career.
Sometimes the change was within a team, a promotion
or reassignment to a different project, other times it
was a change of group or division or company.
I probably stayed too long in early roles – I think I was
waiting for a ‘gold star’ – a promotion or recognition
for my excellent work. The problem was, if there is no
role to move to, there isn’t a promotion to be had. The
key for me was realizing that my company is not solely
responsible for my professional development. They
provided lots of tools and opportunities, but I had to
take advantage of them, and design a path that worked
for my goals. Each new role helped me learn a new
skill or new area of my industry – all with a focus on
increasing my ability to have a positive impact overall.
9. Has moving roles (or not moving roles)
contributed to your current level of seniority, if your
opinion?
Yes, definitely, but not as much as it could have. I
could have chased titles, but the work and personal
improvement was more important to me. If I had just
chased promotion it would not have been satisfying. I
have a good reputation based on the value I provide.
I focus on excellence in what I do in the moment making sure I have positive momentum in terms of
projects or team success, or personal growth, making
sure I am progressing towards longer term goals.
That being said, if you feel you’re stagnant, I would
encourage you to discuss opportunities with your
leadership – that can feel like a risk, because you might

hear you aren’t as ready or prepared as you think you
are, but that conversation can signal your ambitions. If
you’re in a strong, supportive organisation they should
be able to assist you with progression.
10. Did you move or relocate regionally, nationally or
internationally at all for your career?
No, I haven’t moved around. We have had opportunities,
including to move internationally, but have chosen
not to take them. We have a strong network and are
very close with family who live near us. We didn’t want
to disrupt that. There has been a lot of travel within
America and Europe, which I do enjoy. I try to set
boundaries with travel though – not generally more
than a week at a time, and never more than two – that
works for us.
It is important to know your boundaries in terms of
travel and working hours etc. Communicate them
clearly and stick to them whenever reasonably
possible. This can feel risky as well, but if you aren’t
able to preserve time that is critical to you and your
family, the job won’t be as satisfying in the long run.
10. What is the one thing you would tell yourself
at the start of your career that you wish you had
known then to amplify your potential?
I would explain the concept of intentional career
design, and emphasize that I am the one responsible
for my own success and growth. No one is owed a
title, a promotion or a pathway. If you’re lucky, people
will support you and you will be recognized with
advancement, but you’re ultimately responsible. You
need to know what you want, and how to self-improve
to achieve the career and life you want.
11. Anything else you’d like to tell us?
We’re all just figuring it out – everyone has imposter
syndrome on some level and at some level – it’s fine to
fake it until you make it.
Also, don’t self-select out. Apply for that job you don’t
meet 100% of the requirements for, put your name
in for that promotion, even if you think someone else
might be the front-runner. You need to be your own
strongest advocate. Don’t limit yourself - take the risk!
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Risk Appetite continued
Another interesting comparison comes from examining
relocation for a role versus risk appetite. As we can
see from this graph, those who remained in their home
region identified themselves as having a lower risk
appetite.
Looking geographically, 27% moved regions for their
career, 22% moved countries for their careers, and the
remainder either did not move or moved for reasons
other than career motivation. This means that almost
half of the respondents to this survey did move (either
regionally or internationally) for career reasons, and
often identified as having a higher risk appetite, where
the other half did not move for their careers or move at
all, and identified with a lower risk appetite.
Beyond moving physically, it is also important that we
compare length of time in the workforce and frequency
of changing companies.

As we can see, younger or newer workers to the sector
are much more likely to move roles frequently (those
who have been in the industry for 21-25 years being
most likely), and workers who have been in the industry
for 26 years and above are far more likely to identify
as having stayed within the same organisation and not
changing frequently.
It is possible that current leaders may have stayed in
their organisations for longer, and therefore achieved
leadership positions internally. But what does this
mean for the future of work and younger workers,
who may choose to change roles more frequently? We
must ensure that senior roles are awarded based on
performance and talent, rather than length of service.
There may also be organisation size considerations
in play here; do larger organisations provide a wider
variety of different roles, and therefore offer more
experience and development opportunity, retaining
their staff and building their leaders in-house?

Graph 5: How long have you been in the work force (since completing full-time education)?
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Graph 6: Did you re-locate for a career opportunity? / How would you describe your risk-appetite in your career?
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CASE STUDY
Risk Taking
Jennifer Ashton - Global HR Director for EditShare
1. Can you tell us a bit about your career so far?
I am currently Working across the UK, EU, America
APAC, I am about 18 months into my role at EditShare,
we are really focussing on scaling up the business. My
role is supporting our HR processes and making sure
they are consistent across the globe.
I went to University to study accountancy, then
when I graduated I was offered an entry level role in
accountancy, but the pay was not that great, so I went
straight into a role working through the management
ranks for Tesco. I ran multiple stores in the north of
England and really enjoyed the people centred aspect
of it. From this I went over to HR, and ultimately went
back to University to study a Masters in HR, along with
my CIPD.
I then moved from Tesco to Sainsburys and moved
regionally from North to South of England. In
Sainsburys I was looking after multi-million-pound
London stores supporting store directors and
management staff. This move from North to South also
made family life easier – being closer to home in terms
of childcare and family assistance with a new child and
having a support system to provide balance. There
were also more opportunities in HR in the South, which
helped to boost my career as roles in the North were
harder to find. More people in the South were willing
to take risks on staff, whereas the North was more
saturated with people looking for these roles.
I then moved from Sainsburys to Amazon for a year,
scaling up their new logistics section which at the time
was only 4 years old, from 4-6 sites to about 30 sites
across the UK. I also supported sites across the EU in
Germany, Spain, France.
Then I was headhunted to support the equal pay
team at the BBC, where I came in to set up a team
of approximately 8 people to give recommendations
and fix some long-term legacy needs including
transparency of pay. This was a challenging role around
working with different parts of the BBC and ensuring
there was a balance in every solution.

From there I moved
into the Divisional
HR business role,
supporting the Chief
Financial operating
Officer for BBC
News along with the
operational part of
broadcasting. Then I
moved to EditShare,
supporting with
scaling up the
business and got promoted this year (2021) to Global
HR Director.
Additionally: What are your top 3 traits, do you
think?
• Resilient with good self-management
• Tenacious
• Creative – I like to look for the different approach
and this is one big thing I loved about Amazon and
my current role at EditShare. Creativity really helped
with future roles including solving legacy needs at
the BBC. Coming to EditShare, I feel the creative side
is very important in HR.
2. Would you consider yourself to be a risk-taker?
Yes, I am a risk taker.
I don’t like to do things the bog-standard way – I like to
push the boat. Thinking about the BBC, there were lots
of new ways of working I introduced. Because I have a
business background in running stores, I have a good
business acumen and financial knowledge which has
really helped balance me in HR, balancing the people
side with the profits and driving the business forward. I
am very results-driven in that way.
I like to be ahead of the curve; for example, one of
things that I am working on for EditShare is gender
neutral family leave, which is definitely a policy that
is ahead of what current companies are doing, and
using that as a strategic recruitment leverage for our
workforce.

27

The Rise Women in Leadership Survey and Report 2021

I am currently looking at wellbeing initiatives and
aiming to put in place something to be used by
employees that is really effective. For example, I am
looking at integrated employee counselling, which is
built into Slack, not a separate, hard-to-find service.
I really like to put myself in the end-user position –
what would I want to see from my employer if I was an
employee?
3. What does being a risk taker enable you to do
within your job and career more generally?
The power to influence – I can be a bit of a lone wolf
and you have to really do the convincing – so this has
honed my upwards influencing skills. You really want to
think about your business case before you take a risk.
What is the cost? What is the impact to the business?
Also, adding value in your role matters; people may
not add value in their roles and it can be easier to just
go with the grain, but looking at improving processes
can add huge value. For example, working in the office
9-5 has always been the common working pattern,
but COVID has thrown that up in the air. Leaders need
to be agile to respond, and some leaders have really
struggled with this, including trusting their staff. Being
ahead of those trends is really important in a business
sense; looking at future hybrid working and work-life
balance away from the office and working at home
may now be key. The world of work has changed – in
the next 10-15 years millennials will make up a large
proportion of the work force – and they value different
things. The concept of job for life is slowly dwindling
away it is more common now for people to move from
job to job. In my career, I have definitely moved around
to support my career growth and develop my skills.
4. Have you always been a risk taker? Has it come
naturally or is something you have learnt?
It has come naturally to me but my skills have been
honed over my career. For example, I started a hair
company at University and this was a big risk, but
I have always had an entrepreneurial flair and I am
aware I won’t always succeed; it is alright to fail. This
was particularly honed at Amazon as there was a lot
of trial and error to build new processes and they were
happy with the idea of reasonable failure – this is how
we learn and grow as a company.
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5. How do we encourage young women and those
entering the industry to adopt a more risk-taking
approach to decisions and the pathways they might
take?
We have to encourage them to not be afraid to speak
up and have a voice.
Find a mentor to allow you to take risks and sometimes
fail. Whenever I move to a job it’s as much about my
manager as the company – I need to make sure I match
well with my manager, that they’ll support me in my
ways of working.
Young people need to learn to assess their manager; as
much as they’re interviewing you, you’re interviewing
them. Make sure your manager supports you in taking
risks as well as the company culture. One of the big
reasons I joined EditShare is my boss Jackie, who gave
me the space to try my ideas and support me in my
growth, which is more important than any salary or
company name on my CV. The person and team are
central.
6. Do you think having an open approach to risk
taking is needed for leadership roles?
Yes; every role will have varying amounts of risk – a
CFO might be risk-averse, of course – but there has to
be a risk element in taking chances, following your gut
and your intuition.
In the early part of my career, I didn’t always trust
my gut, and now I listen to my intuition much more.
As a leader, it’s about refining that gut feeling. With
leadership experience, you should have a bias for
action, and bureaucracy can stifle that as well as
making decision making too long. You have to be
“biased for action” and that is one of my key traits – I
am good at getting things done, and if it’s wrong, it’s
wrong – I’ve learned my lesson and we move on.
7. How does risk taking in a leadership role
manifest itself?
Bias for action and decision making, being able to
move quickly – being very agile is important as a leader.
Thinking about COVID; as a HR professional we needed
to turn in health and safety, policy writer, employment
law, vaccination gurus almost immediately overnight.
Being agile was vital to leading that, as time was crucial
and policies needed to be adapted rapidly.

8. Have you moved roles frequently?
Yes, for the opportunities at the time. It’s good to be
loyal to a business but you must prioritise with your
career in mind. My end goal has always been to be a
Chief People Officer and to do this I need to develop
more of my strategic skills, executive coaching and
active listening skills. Staying in one place would not
have given me the skills I needed. Every move has been
deliberate in terms of building a new skills set looking
to be a CPO in the next 3-4 years. For anyone wanting
to build their career, you need to move to where your
skills gaps can be addressed, if it can’t be at your
current company.
9. Has moving roles contributed to your current
level of seniority, if your opinion?
Yes, in terms of building those skills, though I had 3
roles at a similar level and then moved up after that,
but they all gave me a strong base of skills that were
needed to become successful in my current role
10. Did you move or re-locate regionally, nationally
or internationally at all for your career?
I relocated from North to South for family but also
career opportunities.
11. What is the one thing you would tell yourself
at the start of your career that you wish you had
known then to amplify your potential?
Don’t be afraid to fail. Don’t be such a perfectionist –
women in general can be perfectionists and never want
to fail - sometimes it’s fine to fail. Don’t be afraid to
take risks, put yourself out there and make your point.
Project your views, voice and opinion - be assertive! As
a black woman there is a stereotype of the ‘angry black
woman’ when you assert yourself but it’s about being
assertive in the right way and making an impact. I
sometimes have to know which battles to fight and will
let issues go if there’s upside; you have to allow a bit of
give and take sometimes.

Age-related differences also come into play around
how staff view work. A Gallup poll reported that 21%
of millennials changed role within 2015-16 – more
than three times the number of age groups which are
older – and Gen Z looks set to follow this job-changing
trend. Millennials and Gen Z may view the world of
work differently, and this may be influenced by ‘hustle
culture’; the idea amongst younger generations that
a person should always be striving to achieve, to keep
moving, to achieve more or to earn more money.
Similarly, and especially for women, childcare roles may
play a part in this shift in focus. Millennials and Gen Z
are much more likely to not have children, or to have
children later than older generations, meaning frequent
job-changing is more viable, particularly across regions
and internationally; in the UK in 2019, the birth rate sat
at a 15-year low (Statista). In 2021, deaths outnumbered
births in the UK for the first time in 40 years; with
birth rates also falling across much of Europe, Asia and
North America.

RECOMMENDATIONS

• We must ensure that senior roles are awarded
•

•

based on performance and talent, rather than
length of service
If a higher risk appetite correlates with and may
influence achieving more senior positions for
women working in broadcast technology and the
media, including assessment of this should be
included at interview stage
We must ensure that workplaces suit millennials,
Gen Z and provide the opportunities for
progression needed to retain this talent. This
includes providing job characteristics that
younger workers look for; an interesting job,
flexible working/time to spend with family, a
good salary, a job that makes a difference and
more (Understanding Society; the UK Household
Longitudinal Study 2015-16)
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CASE STUDY
Risk Taking.
Chrissie Collins - Client Manager, EMG Group, Telegenic
1. Can you tell us a bit about your career so far?
I studied Communications at The University of
Huddersfield and went into my first job at an
independent advertising video company.
Then I moved onto a small production house in
Manchester called Straight TV as a production
coordinator. They specialised in music TV working on
live concerts and recorded videos. During my time at
Straight, I was quickly promoted to one of the lead
Production Managers. The age of music was changing
during this time, so I took a leap and moved to work
at Sky Sports as a Production Manager. This was more
of a technical role dealing with circuits bookings and
detailed planning documents, so I learned a huge
amount there. I worked alongside Darren Long, a great
manager, starting in Scottish football and moving
through to rugby union dept – a very varied role. This is
where I really cut my teeth on outside broadcasts and
where I found my passion lay.
I wanted to get even more into the technology side
and that is where Telegenic came in, so I joined them
as a Unit Manager. I’ve done a lot of projects for them,
originally on a freelance basis and have now been staff
for 7 years. I help run the Sports output including client
managing BT Sport and some BBC work, a very varied
role.
Additionally: What are your top 3 traits,
do you think?
• Pragmatic
• Forthright; some say bossy, but I say I’m assertive!
I know what I want, and I'd like to think I can listen
to what the clients need. A lot of my job is working
within a male dominated environment - there are
very few women in the role, so I might have a team
of 100 people and maybe 6 will be women. Being
assertive in my opinion gets me where I need to be.
• Proactive
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2. Would you
consider yourself to
be a risk-taker?
It depends on what
you define as risk – I
would never risk the
programme output
or livelihood of
anyone on my crew
– but I would take a
leap of faith when
required. You must
have a belief in yourself. A job, like anything in life,
means you must keep learning all the time, otherwise
there’s no magic. Some decisions you have to take can
be quite big, but it’s the self-belief and belief in the
team around you that mean you can pull it off.
3.What does being a risk taker enable you to do
within your job and career more generally?
Being proactive in my career means that I can look
outside the box sometimes. But what I would say is any
decisions we have to make in my day-to-day role we
do collectively. Any risks we take can affect the team
around me. We work in a team-focussed culture, and
although I may be the client manager and the buck
stops with me, I would never jump into something that
I didn’t believe my team could pull off. The company
mantra has always been Teamgenic.
4. Have you always been a risk taker? Has it come
naturally or is something you have learnt?
I’ve developed hugely – as and when you go through
problems within your career. When I started in the
outside broadcast world, I was so nervous I couldn’t
even go to catering to eat, but as I gained more
knowledge and learned more about the teams and
the people in them I got more confident. The more
problems you deal with the better at it you become. If
you’ve never had a generator go off in the middle of
a broadcast, you don’t know how to deal with it – but

then you know the second time round – and that’s how
you grow as a person and change your approach to
problems!
5. How do we encourage young women and those
entering the industry to adopt a more risk-taking
approach to decisions and the pathways they might
take?
It’s definitely about the support in place within the
company you work alongside – especially in outside
broadcasting. A lot more women are starting to come
into the sector, they need to be supported through HR,
through mentoring and other schemes, to really give
young women that self-belief that they can work in
that industry and feel empowered in a male-dominated
environment

and to develop more and get more involved and build
seniority.
9. Did you move or re-locate regionally, nationally or
internationally at all for your career?
I’ve always been based in the North! I have had London
roles and worked with London companies, but I have
stayed in the North.
10. What is the one thing you would tell yourself
at the start of your career that you wish you had
known then to amplify your potential?
I would have done more of an engineering degree as
opposed to communications – I needed self-belief and
encouragement to go into engineering."

6. Do you think having an open approach to risk
taking is needed for leadership roles?
Yes, but you’ve got to be pragmatic. Working in live
TV, you have to take risks and sometimes these will be
successful and other times not – but your team will look
at your ability to deal with those potential unsuccessful
choices and how you deal with that outcome and move
forward. You can dive deeply into an issue you might
have had, but at the end of the day it’s about learning
from the mistake, not dwelling on it and moving on.
This helps you grow in as a team leader
7. Have you moved roles frequently?
I was freelance after Sky for a few years and did a
whole host of jobs – I wouldn’t say I moved frequently
as the Freelance roles were for the same group of
companies.
8. Has moving roles (or not moving roles) contributed
to your current level of seniority, if your opinion?
Yes, staying in post has definitely helped. Being
freelance meant I couldn’t move up, but at Telegenic
in my current position it allows me to take more on
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Impact of mentoring and sponsorship on careers and
reaching board-level

This section will look at mentoring and seniority in a
board-level context, examine parallels and draw out any
key learning points.
41 of the respondents to this survey sat at board level,
with 81 of the respondents not yet sitting at board level.
A majority of women (66%) who took part said they
had never had a sponsor, and 28% responded that they
had had a sponsor at some point in their career.
The majority of respondents also identified that they
had not ever had a mentor (57%) but the remainder
had either had a mentor or were currently being
mentored (43%).

Graph 7: Are you or have you ever been a member of
a board?
Count of How would you describe your risk-appetite in your career?

The impact of mentoring on a career can be significant,
and this section aims to explore these outcomes;
including the impact of mentoring on reaching boardlevel positions. According to Mentor (2015), young
people who have been mentored are 130% more likely
to hold leadership positions in the future.
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Executive Summary

The mentoring helped me to
learn from my mistakes faster
and opened up new perspectives
– when you have someone who
will share their time, energy and
experience you feel empowered
and like anything is possible – it
opens up opportunities beyond
your own mindset, culture or
even gender.
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In this section, we found that;
• The majority identified that they had not ever had
a mentor (57%); the remainder had either had a
mentor or were currently being mentored (43%)
• 63% of respondents had never had a mentor
and also had never sat on a board.
• Nearly 30% of respondents who had been or
were being mentored had sat at board level;
implying a significant increase in likelihood of
board membership for those who engage in
mentoring
• Mentees are promoted five times more often
than those without mentors. Mentoring in
workplaces is incredibly valuable and must be
established and promoted

CASE STUDY
Impact of mentoring on career and reaching board-level.
Nancy Diaz Curiel - Director of Sales,
Marketing and Communications at Digigram

1. Can you tell us a bit about your career so far?
I started at entry level in 2009 totally by chance;
from junior sales in Singapore, gradually moving up
through roles and responsibilities to the current role
which was announced in January 2021. When I started
my first role I had been in Singapore for 2 years and
I had experience in Europe in the telco industry; I was
motivated by it being new technology-focussed and a
new region of the word I didn’t know. The company was
launching a new range of sound compression products
so this was very exciting. The exposure to different
cultures and markets and being in a multicultural team
was what I wanted.
Additionally: What are your top 3 traits,
do you think?
• Determination
• Audacity; Not being scared of trying new things –
one of my company values!
• Dynamic; Always interested in learning and growing,
always moving forward.
• Ambitious – my career is very important to me in
terms of possibility and potential but also in terms of
level of satisfaction; it’s a big piece of my life that I
need to be pleased with.
2. Have you ever been mentored or had a sponsor?
Yes, I had a mentor in the company. We spent 10 years
working together and they have been instrumental in
my career and my growth. Although having a mentor
is not always a walk in the park! The role of a mentor
is to challenge you, to push you, to get you out of your
comfort zone. Having a mentor is a great asset and
support system.
3. What impact did the mentoring have on you and
what did you achieve as a result of it?
The mentoring helped me to learn from my mistakes
faster and opened up new perspectives – when you
have someone who will share their time, energy and
experience you feel empowered and believe anything
is possible – it opens up opportunities beyond your

own mindset, culture
or even gender. It
helped me move,
learn and grow
faster. It also helped
me to find my own
management style,
as it was a very
honest process which
helped me to develop
this, as well as my
leadership skills and
my personal brand. It basically helped me to be the
person I am today.
4. Have you mentored another person?
Through the Rise initiative I took over the mentorship
programme for the APAC in 2020. I am also part of
the Rise mentor list and am currently mentoring; by
sharing experiences and helping her to set a plan (it’s
not easy to define a goal), I aim to provide the step
by step growth of her potential by being a support
system behind the scenes. If I can empower her, that’s
even more rewarding to help someone grow. It’s very
satisfying to have this positive impact on someone. I’m
also part of the programme at my University in France,
mentoring students (usually 5 per year) of young
graduates looking to define their potential careers
and industries and interests. Some of my mentees are
shorter-term and some much longer – so some more
specific and some broader.
5. Are you currently at board-level?
Yes I am, though my goal was not necessarily to
reach this level but to make my voice heard and to
make my department’s voice heard as well as making
a difference and having an impact on the company
strategy. Mentoring has been helpful in reaching this
level; I moved in my career rapidly because I didn’t
restrict myself and I wasn’t scared to take a risk. I think
I would have reached board level without mentoring
but it would have taken longer.
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6. Have you moved roles frequently?
I have held several positions in my company as I have
always been very curious and engaged; my main
interest has always been within sales and management
so I was lucky enough to have several positions that
helped me build skills in those fields. My company also
offered extra courses; for example, I am a certified
coach, so we do coach internally within the team.
It is important to be committed and loyal as long as you
agree with and are part of what is happening at your
company; you need to build trust to evolve and grow.
What does it mean to be a manager? Yes, I am
responsible for my team, but there is a quote “you
don’t have to be a manager for people to follow you”.
As long as you can work in a team, be supportive,
nurture the goals of people around you and be a part of
the mission, you can be a leader. This is what you need
in a company to make things work and if you have this
outlook progression just comes naturally. The different
positions mean I can stay open, deliver, take risks; it
can be scary but it is healthy to doubt yourself. Set up
a plan and go “if someone can do it, why not you”. You
can’t let fear dictate who you are in your life. You never
truly fail because you always learn something.
6. Has moving roles (or not moving roles)
contributed to your current level of seniority, if your
opinion?
Yes, multiple challenges and understanding your teams
is important in moving up in terms of seniority. How
can you expect to reach the top and say you know
everything immediately? You go through different
steps, you grow and then you reach higher levels.
I was loyal to my company and this is an important
factor. Believing in the mission is key. If you don’t
believe in the project, you can’t do a good job. I have
been in my company for 12 years because I believe in
what we do and the directors and people trust me.
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7. What is the one thing you would tell yourself
at the start of your career that you wish you had
known then to amplify your potential?
I would have told myself that no doors are closed
– don’t be afraid to ask and propose – this is really
important, as some people get scared to ask and share
knowledge. Sharing knowledge is how you empower
people around you and move the company forward
Believe that anything is possible – if you don’t ask,
you won’t get. Just go for it! Work hard for what you
believe in!
Don’t be afraid to give feedback; especially when
you are younger you feel that you might not be good
enough, maybe you have imposter syndrome, and you
let your fear take over. Don’t be afraid to be honest and
give constructive feedback.
8. Anything else you’d like to tell us?
Don’t stay in your comfort zone; learning is so
important! Use the time that you have and use the
knowledge of those around you to build your own
knowledge. It isn’t just about success, it’s about being
satisfied and happy with what you do.

Graph 8: Did you have one or more sponsors during your career?
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The above graph outlines the percentages of responders
who had sponsors during their careers compared
to those who sit on boards. Whilst there is a mix of
sponsorship and non-sponsorship reported by the women

who have not sat on a board, of those that responded
they had never had a sponsor, 28.75% have sat on a
board. Of the women reporting they had had more than
one sponsor, 52.38% have sat on a board.

Graph 9: When did you have (a) mentor(s)?
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Beyond sponsorship, the statistics for mentorship
are clearer. As shown in the above graph, 63% of
respondents had never had a mentor and also had
never sat on a board, compared to just 21% of those
who had never had a mentor but had also reached
board level. Nearly 30% of respondents who had been
or were being mentored had sat at board level; implying
a significant increase in likelihood of board membership
for those who engage in mentoring.
According to Forbes and National Mentoring Day, 97%
of those with workplace mentors feel that they are
valuable, but only 37% of professionals have a mentor
(of Fortune 500 companies, 2019). Forbes also found
that mentees are promoted five times more often than
those without mentors (2011).

RECOMMENDATIONS

• Mentoring in workplaces is incredibly valuable and

•

•

must be established and promoted. Time within
working hours must also be set aside for this, rather
than expecting staff to do this in their own time
Mentoring across age ranges and reverse
mentoring should also be considered to ensure the
widest range of engagement as well as value for
those already at senior-level. Reverse mentoring
also helps to ensure consistent improvement of
internal inclusion across a business
Mentoring must be inclusive; ensure mentors
have had inclusive training including in the use
of inclusive language. Mentors should reflect
on their own experiences and privileges/lack of
privileges, and ensure they adjust their mentoring
style to suit each mentee. Mentors should come
from a wide range of backgrounds
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Education level, further studies and career level
Education for the purposes of this study includes
formal education from apprenticeship level to
undergraduate and beyond to PhD.
This section will look at education levels and the impact
this can have on career level and seniority, examine
parallels and draw out any key learning points.
26% of the respondents to this survey studied
qualifications within media after finishing school, with
the next two largest groups studying with finance and
business (16%) and the arts (14%). Engineering and
technology were studied by 9% and 8% respectively.
By far the majority of women in this study had left
school with A-level or equivalent qualifications at 90%.

You can do short courses,
distance learning or learning in
a range of structures, but lifelong
learning is key.

Looking at education level and level of seniority draws
some clear conclusions.

Graph 10: Are you part of the leadership team within your oragnisation or the deputy of such?
What qualification....
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Executive Summary
In this section, we found that;
• The majority of women in this study at leadership or deputy level had reached degree level at 77%
• Only 21.8% of disabled people had a degree in 2019 compared with 38.0% of non-disabled people
• Careful assessment is needed for each job; are the skills required for the role only gained through a
degree, or can they be taught through shorter, cheaper, more accessible training courses, or indeed on the
job, to avoid possible discrimination?
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Very few respondents to the survey were leaders or
deputies without having achieved university-level
education. As can be seen from the graph above, a
majority of those (81%) in the leadership team held
either an undergraduate or graduate qualification up
to PhD. With this in mind, it is important to consider
if requiring a degree in all circumstances is inclusive;
only 21.8% of disabled people had a degree in 2019
compared with 38.0% of non-disabled people. The
financial cost of a degree is also prohibitive to
many. In circumstances where a degree may not be
required, recruitment which is open to a wider range
of applicants should be considered, to give a broad
range of women the opportunity to succeed and reach
leadership level.

In terms of further business qualifications, 25% of
respondents said they had undertaken short, businessfocussed courses, 23% had completed some type of
leadership qualification or course, and 8% had pursued
a part-time MBA. However, the majority of respondents
for this question (34%) had not completed any further
business qualifications.
Looking specifically at these education data sets, by far
a majority of women working at leadership or deputy
level are educated to at least degree level (77%). This
raises questions around the need for degrees within
the industry; are these directly required or are they
exclusionary, as discussed above, particularly for those
who are disabled or come from marginalised and
disadvantaged backgrounds?

Graph 11: What qualification(s) did you pursue AFTER finishing school?
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CASE STUDY
Education, further studies and career level.
Paola Hobson - MD of InSync Technology
1. Can you tell us a bit about your career so far?
I had a summer job in a lab just after my A-levels and
this got me interested in scientific jobs. During my
degree I got an internship at the BBC, and Philips
research labs part-funded my PhD, with 95% of the
funding from EPSRC. I became a senior engineer at the
Independent Broadcasting Authority once I finished my
PHD, in the experimental and development department
looking at next-generation television systems. The
broadcast industry was tackling issues around things
like analogue to digital, and SD to HD, so we were doing
a lot of work to support the standards development for
these new products and innovations.

3. What level of
education are you
at now and what
level?
I have an MBA, I am
a chartered engineer
and am at PhD level –
my MBA was part of
my picking up more
leadership roles
in my career. I am
currently a managing
director.

Standards are crucial in the industry and I absolutely
loved this, it really got me hooked in broadcasting. I
worked for Thompson writing standards documents
and proving you could have this new technology
work. After this I had two technology jobs and then 13
years with Motorola in the mobile industry, still vision
technology related and standards related, though. This
was a wonderful 13 years in mobile video. I came back
into broadcast about 13 years ago as a senior product
manager; Motorola really helped me to develop my
commercial experience so I was ready for a senior
commercial role. When the opportunity came up at
InSync I jumped and I’ve been in this very innovative
company for nearly 8 years.

4. Do you feel that your education level has
impacted your career?
Yes – if you want to be a successful engineer I feel
you need a degree – you need to understand complex
theory to develop reliable products, regardless of if
you work in software or hardware. You can take up
technical roles with A levels and some companies will
train you but ultimately you are limited within that
knowledge and training.

Additionally: What are your top 3 traits,
do you think?
• Dedication to delivery – I will deliver if I take
something on within the agreed parameters.
• Honesty – I am very open and able to tackle difficult
questions logically.
• Productivity – I get a lot done and this means I can
help the company get more done and evaluate
situations more quickly.
2. What level of education were you at when you
entered the industry and what level did you enter at?
I was part way through my first degree when I went
to the BBC as an intern; after my PhD I entered as a
senior engineer.

5. Are there qualifications which could have
enhanced your career at an earlier stage?
I don’t think so – I was lucky that I did the degree and
the PhD together in 6 years so I got straight into the
industry at senior engineer level. The bit that did
matter beyond the technical side was the management
training and study there but I did this at the right time –
after I had some experience of management and some
practical experience, and being able to draw on realworld examples and listen to the best practice of others
with more leadership experience.
There is no substitute for formal learning – it
doesn’t have to be a degree, it could be a structured
apprenticeship – but formal learning has to be taken to
give yourself all the opportunities you might have and
to build your foundation. I studied my MBA when I had
a small child and I was dreaming of the day I could read
a book again, but you get through it and it’s worth it.
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6. Did you experience any barriers to education?
Because of my age, there has been a lot of resistance,
and comments such as, “Why are you continuing in
education and going to university, isn’t your objective
to get married?” which was the prevailing attitude at
my time of study. The next comment I remember is
that engineering is too difficult for a woman. Then the
environments at the University and where I worked
had a lot of sexism and outright harassment – that
was just how it was at the time. Luckily it didn’t put
me off. I did have financial advantage when I went to
University; the local authority paid my fees and I also
got a grant. It meant I could keep learning and came
out of university debt-free. This was a huge advantage
for my generation that young people today (in the UK)
don’t have.
7. Do you think your level of qualifications impacts
your chances of becoming a senior leader in the
industry?
Yes, they did; qualifications get you into the more
difficult jobs earlier on. Employers look for people
who have demonstrated ability in an area and your
qualification represents that standard. This means you
get more interesting and more difficult work, so you can
keep building from there and gaining experience. Over
time, I have continued to learn and keep my knowledge
up to date which is an element we all need to consider.
You can do short courses, distance learning or learning
in a range of structures, but lifelong learning is key.
Over time I’ve done more distance learning on things
unrelated to work such as languages; I just look my
Chinese level 2 proficiency test!
8. How should the industry view qualifications on
the CVs of young women entering and progressing
through their careers? Do the qualifications matter?
Do they make it easier to succeed and become a
leader?
For young people in general, depending on where
they want to enter, they will need qualifications (not
necessarily a degree). A hands-on technician may be
better served with an apprenticeship, for example.
It’s about showing your employer you’ve reached a
standard and put in the effort to work hard, as well
as demonstrating independent learning. A complex,
formal task shows the employer that a young person
has reached the standard needed.
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9. Have you ever been mentored or had a sponsor?
Yes, and I was very lucky; Motorola was very good at
this and at one point I had a formal business mentor
from another part of the company in a different
commercial role from me. Later on they introduced
peer mentoring for those working at roughly the same
levels and this was brilliant. Having a good mentor is
important; there’s so much I learned.
Recommendations for further study and learning were
hugely helpful as your mentor has been there and done
it, so they can advise. It takes a good mentor to keep
you encouraged and working and moving forward.
10. What is the one thing you would tell yourself
at the start of your career that you wish you had
known then to amplify your potential?
I would tell myself to have more confidence. I had no
confidence when I was 16/18 years old, no possibility
of feeling adequate or putting myself forward. I had
years of doubt even when I started work. But in the
end, it did stop me from trying to move too quickly.
Working slowly might have helped me in some ways. I
don’t have any disappointments; I’ve had a wonderful
career! Being the MD of a company of engineers is such
a privilege.

RECOMMENDATIONS

• Mentoring in workplaces is incredibly valuable
• Careful assessment for each job; are the skills

required for the role only gained from a degree,
or can they be taught through shorter, cheaper,
more accessible training courses, or indeed on
the job?

• Ensure training is accessible physically and
mentally

• Consider what can be provided on-the-job

and how different learning styles, as well as
accessibility, are crucial. For example, considering
hands-on versus academic styles of learning

Caring responsibilities
A carer, for the purposes of this report, is a person
who is responsible (unpaid) for the care of a friend,
family member or another person who, for a variety
of reasons, is not currently able to cope without their
support. Carers are a diverse group and every caring
situation is different – the person being cared for may
be ill, frail, disabled, experiencing a time of mental
distress or suffering from substance misuse. One in ten
people in the UK fit this definition of caring, with 58%
being women. This report definition also encompasses
caring for children and young people.
This section will assess the impact caring may have on
careers, international variations within this, examine
parallels and draw out any key learning points.

Executive Summary
• Black and minority ethnic carers are more likely
to be financially struggling and are more likely
to care for more than 20 hours a week (NHS
Information Centre, 2010)
• Only 12% of respondents said that they shared
parental leave with their partner
• Offering flexible working, shared parental leave
and examining company culture is crucial in
ensuring carers are not discriminated against

Graph 12: What region did you live in during most or your career?
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This graph displays caring broken down by geographical region and length of time spent caring.
Smaller numbers of women responded from regions beyond Western Europe and North America, and so these
regions are harder to assess.
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Graph 13: Did you take time out for your caring responsibilities? If so, how long?
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Regarding maternity leave, only 12% of respondents
said that they shared parental leave with their partner.
12% responded that their partner’s company did not
offer shared parental leave, and the remainder of
respondents said that they either did not share leave or
that this was not an applicable question for them.
It is important to keep in mind that the experiences of
black and minority ethnic carers may be different to
the experiences of their white counterparts. Black and
minority ethnic carers are more likely to be financially
struggling and are more likely to care for more than 20
hours a week (NHS Information Centre, 2010). Higher
levels of isolation have also been reported for Pakistani
and Bangladeshi carers (Carers UK, 2011) and greater
levels of anxiety and depression have been identified
for British Indian carers (Manning et al., 2014). Keeping
in mind these differences and ensuring these are
reflected in the workplace when considering support
for achieving senior roles is vital.
Care and caring responsibilities remain a major barrier
to women globally. Companies can assist in this in
multiple ways; from offering shared parental leave
and flexible/home working, to childcare in the office
and beyond. The culture of a company is also vital;
women must feel sure that there will be no negative
repercussions from taking leave for parental or care
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reasons; the Equality and Human rights commission
reported in 2015 that women returning from parental
leave were more likely to face discrimination than
they were in 2005, with 54,000 new mothers losing
their jobs in Britain each year (nearly twice the rate
of job losses in 2005). 10% of women also said they
were treated worse after returning to work, and one in
twenty reported receiving a cut in pay or bonus after
returning to work.

RECOMMENDATIONS

• Offer shared parental leave and flexible/home
working

• Ensure women are able to attend ante-natal and

other hospital appointments (both related to and
unrelated to caring) without question

• Offer childcare in the office and family-friendly
engagement events with work colleagues

• Assess the culture of the company; ensure robust
policies are in place to protect women who
choose to be mothers, who are carers, and more

• Consider training mental health first aiders to
assist those who may find caring difficult

Imposter Syndrome
Imposter syndrome for this report is defined as
doubting your own abilities and feeling like a
fraud. Many question whether they’re deserving of
accolades or doubt their accomplishments.
This section will look at the impact this can have on
career level and seniority, examine parallels and draw
out any key learning points.
Imposter syndrome can exist for a number of
reasons; a lack of visible role models in the sector,
experience of direct or indirect discrimination
throughout life or in a specific industry, stereotypes
of ‘gendered’ roles and other identities as perceived
through the media, anxiety, early childhood
experiences and more.

Executive Summary
In this section, we found that;
• A majority have experienced or currently
experience imposter syndrome; 75%. The
remaining 25% have never experienced it
• Of respondents who identified with the highest
level of risk appetite of 5, 25% reported they
had never experienced imposter syndrome
• Women of colour, especially black women, as
well as the LGBTQIA+ community are most at
risk of experiencing imposter syndrome
• Representation, support and role models are
crucial

The respondents to this report identified in the
majority as having experienced or currently
experience imposter syndrome; 75%. The remaining
25% have never experienced it. As it is a key barrier,
understanding why or why not women experience
imposter syndrome is crucial when we look at raising
levels of seniority for women.

Graph 14: Have you ever experienced imposter syndrome?
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This graph showing risk appetite versus imposter
syndrome displays some interesting data.

1. Identify and build on their strengths
2. Identify areas to learn from and build on this
gradually
3. Monitor their success; are they recording their
successes so they can go back to review them?
4. Give public and private kudos and encouragement
5. Challenge staff appropriately
6. Act as a role model of confidence

Of respondents who identified with the highest level
of risk appetite of 5, 25% reported they had never
experienced imposter syndrome; a similar outcome
for those who reported a risk appetite of 4. Whilst
women who reported a high-risk appetite still reported
experiencing imposter syndrome, women who have
middling risk appetites experience the highest
occurrence of imposter syndrome, at nearly 80%.
When looking to support senior leadership qualities
and confidence, companies should therefore be looking
to support women who have not only have a high-risk
appetite, but also in supporting those who do experience
imposter syndrome in overcoming it; through mentoring,
learning support programmes and more.
Consider how managers interact with staff – a ‘gentle’
leader may spend more time supporting, coaching,
mentoring, and discussing to support staff who require
a boost in confidence. Gentle leadership is a style of
leadership/management which can be more effective
for some staff who may require additional support,
encouragement, and mentoring. A gentle leader can
work with staff to:

There are many other factors we must consider when
supporting women in overcoming imposter syndrome.
As Brian Daniel Norton, a psychotherapist and Adjunct
Professor at Columbia University, New York, says,
“… Women of colour, especially black women, as well
as the LGBTQIA+ community are most at risk.” The
lack of representation and role models, along with
stereotypes and more, means there is no “signal of the
possibility of advancement… [or] how they managed
the realities of stereotype, stigma and oppression
in order to advance”, according to Thema BryantDavis, a psychologist and Professor of psychology
at Pepperdine University, California. Ensuring that
support is not only in place in-post, but that inclusion
has been considered at every stage of a company
including through images and advertising is essential
in tackling the issue of imposter syndrome for all who
experience it.

Graph 15: How would you describe your risk-appetite in your career? / Have you ever experienced imposter syndrome?
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CASE STUDY
Imposter Syndrome.
Teresa Hobbs - General Manager APAC, Deluxe
1. Can you tell us a bit about your career so far?
My career has been brilliantly varied; I have had
experience in different industries and types of
companies, but always in customer experience and
contract management roles, working with people and
managing expectations. I’ve been in industries from
share markets / finance to technology / print and
learning. I’m not afraid of changing roles and industries,
business operations have similar foundations. I’ve
always stayed in the people and client space. I have also
previously worked in the UK for about two and a half
years before moving back to Sydney.
Additionally: What are your top 3 traits,
do you think?
• Integrity – I’m transparent and I think this is the best
way to operate.
• Success-focused – I focus on the win, for all parties,
company, the client, staff, vendors (within managed
expectations) – if you approach situations seeking
the win win you will achieve the right outcomes for
the longer term.
• People-focused – everyone thinks and sees
differently. Respecting that, and being self-aware, is
important to drive targeted forward momentum. I’ve
always liked working with people, so this is a key skill
for me.
2. In your own words, what do you think imposter
syndrome is?
A sense of not being where you need to be, or that you
don’t have all the answers when you feel like you should.
Feeling like you should be able to influence a particular
thing but you can’t; so it’s about sanity checking
that and reassuring yourself that you deserve to be.
Someone said to me, a man will apply when he ticks six
boxes out of ten for a role, whereas women will be more
critical and only tick the ones they can absolutely do,
and can be less confident. The feeling that “I shouldn’t
be here” means you can second-guess yourself.
3. Have you ever experienced imposter syndrome?
I’ve always been in client facing roles and I have always

been very confident
in saying “I don’t
know, I’ll come back
to you” so not really.
I don’t think I’ve had
imposter syndrome,
but then maybe.
I’ve definitely had
moments where I
take a breath and
say, “you’ve got
this”. Equally I have
had moments where I’m grateful for where I am at and
have to remind myself of the hard work I have put in to
create this.
4. Does the lack of imposter syndrome come
naturally or is this something you have had to
work at?
It isn’t conscious, you build it up over time; I had a poor
manager in my first role and I vowed never to be like
her. Everybody needs people to believe in them and pull
you up, which I’ve had, mainly because if you show the
initiative great leaders always appreciate being pushed
and having strong support, so as a result they push
themselves further and there is an opportunity to step
up. I’ve had mentors, great managers and colleagues
who have all supported me and helped me develop.
Good feedback is key and reinforces your growth and
how to move forward.
5. In your opinion, how can imposter syndrome be
prevented or overcome?
You must have self-belief, self-awareness and the ability/
desire to learn. Self-belief comes from all your life
experiences; you have to own your achievements and be
honest and recognise what you have achieved. It’s about
recognising your role in supporting others too when
others are successful. It’s very easy to only look forward
at what needs to be done, but it’s very important to
remember what you have achieved. Create a “done” list
instead of a To Do list every now again!
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6. How do we support other women to not have
imposter syndrome?
It goes back to integrity of feedback; you’ve got to be
transparent and acknowledge the role they played in
achieving the outcome. Take women back through their
journey and remind them of their involvement and how
they made an impact.

11. What is the one thing you would tell yourself
at the start of your career that you wish you had
known then to amplify your potential?
There are lots of things! Reflect and learn, don’t dwell.
(which can be a female tendency) I've interacted with
others that have no self-reflection so it’s about finding
that balance. Seek the win-win.

7. How do we encourage young women still in
education or just entering the industry to not have
imposter syndrome?
Support them in learning their strengths and
weaknesses, being self-aware and emotionally intelligent.
Emotional Intelligence is vital. I never allowed myself to
be adversely impacted because I was a woman, there is
just a different way. Prepare yourself, research, identify
the skills gap and get the skills. Mentoring programmes
are important; you need the right mentor. Keep going,
there are many different paths to take.

12. Anything else you’d like to tell us?
If you don’t ask, you don’t get! People need to know
you want help or to progress.

8. Have you moved roles frequently?
That depends on the definition of frequently. Each of
my roles have been for around 3-5 years and my role
at Deluxe continues beyond 5 years. I have been in
companies of all sizes, ownership structures and in
different industries, for all different reasons including
targeting gaining specific experiences, for example, I
left my first role to get overseas experience in the UK.
The different environments give you a breadth of views
and experiences to pull from which is important. I’ve
moved up within companies and been very measured
when I’ve changed roles, making sure I was taking a
role which would support me in filling a skills gap I had.
It is important to identify your goals, what’s required to
get there and build your own pathway.
9. Has moving roles (or not moving roles) contributed
to your current level of seniority, if your opinion?
Absolutely! I had a plan to get skills, I did courses and
I made sure I got on specific projects and focussed on
rounding myself out. I would also be very honest when
moving roles about what I needed and wanted.
10. Did you move or relocate regionally, nationally or
internationally at all for your career?
I’ve worked in the UK and Australia. The role in the UK
was to get that international experience which I had
always wanted, but I also wanted to travel and had
family in the UK. The life experience hugely helped with
my career.
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I think it’s important to remember our careers are our
own. Own it. Drive it.
RECOMMENDATIONS

• Internal support networks based on different

characteristics (for example, race, gender,
disability) can have good outcomes and can
increase the sense of belonging and support for
staff with these experiences within a company

• As outlined in a previous section of this report,

mentoring can also have very positive outcomes

• Examine the company culture; create an

atmosphere that allows for failure (and then
learning from it)

• Role models who are representative of different
characteristics (again, gender, disability, race
and more) are essential in fostering a sense of
belonging

• Consider how managers interact with staff – a

‘gentle’ leader may spend more time supporting,
coaching, mentoring, and discussing to support
staff who require a boost in confidence. A gentle
leader can work with staff to
1. Identify and build on their strengths
2. Identify areas to learn from and build on this
gradually
3. Monitor their success; are they recording their
successes so they can go back to review them?
4. Give public and private kudos and
encouragement
5. Challenge staff appropriately
6. Act as a role model of confidence

Qualitative Exploration; skills and self-perception
This section will look at the qualitative information which emerged from the report, including the answers to
questions which were more open-ended to allow respondents creative freedom in their replies, and look to
draw out any key learning points.
This includes asking what personal traits have helped respondents advance, what the biggest factor for their
career success has been, what may have held them back, and one thing they wish they might have known
earlier in their careers.

This word cloud displays the most popular responses to the question,
“What personal traits have helped you advance?”
The top traits listed, as can be seen above, are;
• Perseverance
• Work ethic
• Determination
• Diligence
• Resilience
• Tenacity
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This word cloud displays the most popular key words within answers to the question, “In your opinion, what are
the biggest contributing factors to your career success?”
As can be seen above, the most popular key words within these answers are;
• Hard work
• Abilities
• Opportunities
• Risk
• Determination
Both the above word clouds for top traits given by leaders and the most important traits to success sit in similar
categories; centred around a strong work ethic and having a high level of determination. When hiring, looking for
these qualities may well assist in identifying clear future leaders. These attributes can also be taught; through
many of the support systems already outlined including mentorship, employee networks, role models and more.

Believe that anything is possible – if you don’t ask, you won’t get. Just go
for it! Work hard for what you believe in!
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Looking at the other perspective, this cloud looks at the most popular key words within the answers to the
question, “What, if anything, has held you back during your career?”
A lack of confidence is by far the most significant key word, followed by;
• Unconscious bias
• Lack of support
• Bad management
• Career break
• Maternity leave or family commitment
• Imposter syndrome
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The final piece of qualitative information to be presented focusses
on advice; we asked the respondents what thing they wish they
had known earlier in their career. Some of the most popular and
relevant answers centred around:-

Don’t be afraid to make mistakes

It is okay to say no

Everything will be alright in the end

You don’t need to pretend to be someone
you’re not

Don’t be afraid to ask questions or
ask for help

Trust yourself, trust your gut and trust
your instincts

Speak up, build your inner confidence and
believe in yourself

Get a mentor

Most people are ‘winging it’ or pretending
to know what they are doing

Ask about salary ranges

RECOMMENDATIONS

• Top traits focus on a strong work ethic and having a high level of determination. When hiring, looking for
these qualities may well assist in identifying clear future leaders

• Determination and work ethic can also be taught; through many of the support systems already outlined
including mentorship, employee networks, role models and more

• Mental health support is crucial; from mental health first aiders, accessible counselling and support

programmes and well-trained managers, to support for taking ‘mental health days’ as much as physical
health (illness) days and more
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LAUNCH OF RISE ACCREDITATION
Rise will be launching a new accreditation programme for the broadcast
media technology sector. This programme will allow companies to
benchmark themselves against gender diversity criteria ensuring they are
working to best practice and monitoring their progress to achieve gender
balanced workforces.
The accreditation programme will include recommendations from this report, as well as areas such as
Recruitment / Training and Outreach. If you would like to find out more about this programme and to be one of
the first companies in the sector to receive our Rise Mark, please contact carrie@risewib.com
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