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FOREWORD BY COMMUNITY BUSINESS

Community Business is delighted to present this Gender Diversity Benchmark for Asia 2011 report.
This is the second study of its kind for the region and has been made possible by the leadership and
sponsorship of Shell International BV.

Promoting the advancement of women has always been at the heart of Community Business’ diversity
work. For many years we have conducted gender related research, exploring the experiences of women
and looking to uncover what more can be done to enable them to achieve their full potential in the
workplace.

Critical to this discussion of the advancement of women is the availability of relevant and appropriate data. Our first Gender
Diversity Benchmark for Asia published in 2009 was the first of its kind for Asia and has already given companies in the
region the data they need to initiate discussion and provoke change. We hope this new study - extended to more companies
and countries in Asia, will continue to do the same.

In line with international studies, the data gathered through this extensive study show that whilst women may be generally
well represented in the total workforce and at junior levels in many companies across Asia, they are poorly represented

at more senior levels. The interviews with high potential Asian women point to some of the reasons for this and to where
some of the challenges for women in Asia lie. It is hoped that armed with the data and findings from this report, companies
will be in a stronger position to assess their own performance with regard to gender diversity in the region and drive further
improvements.

This study has been a collaborative effort, and on behalf of Community Business, | would like to thank all our Participating
Companies for sharing their data so openly. In particular | would like to thank all the women who took part in the interviews
for sharing their experiences and insights and informing the findings of this report. Finally thank you to our researcher,

Dr Anne Marie Francesco and our international contributors Ripa Rashid and Susan Vinnicombe - all experts in their

field and with whom Community Business shares a common goal: a desire to see a greater representation of women in
leadership roles. As always, many thanks too to the Founder of Community Business and co-author of this report, Shalini
Mahtani.

With best wishes

Kate Vernon
Managing Director and Head of Diversity & Inclusion
Community Business

COMMUNITY BUSINESS

www.communitybusiness.org N



Gender Diversity Benchmark for Asia 2011

China = HongKong « India © Japan © Malaysia « Singapore

We are proud to have worked with Community Business and our fellow companies in the Diversity &
Inclusion in Asia Network (DIAN) to produce this second Gender Diversity Benchmark Report for Asia.
This report, coming 2 years after the inaugural, demonstrates our continued commitment to women in
the workplace in Asia.

At Shell, we believe that Diversity & Inclusion (D&l) is a strategy for winning - by unleashing talent and
empowering engaged employees, D&l directly supports our ambition to be the world’s most competitive
and innovative energy company.

Whilst we have been recognised for our progress in D&I, we are committed to ‘raising our game’ in this area. Last year,
our CEO, Peter Voser joined the board of Catalyst, an NGO that supports a global community of organisations to develop
and improve ways to attract, retain, and advance women in the workplace. Our sponsorship of this report in 2011 and our
participation in DIAN as a founding member complements these efforts in Asia.

We have many interventions and programmes within Shell addressing the challenges of retaining and progressing women
in the workplace. Women’s Networks (Employee Resource Groups) run in many of the countries that we operate in and help
to create an inclusive workplace for all staff. Many of our talented women have attended our Women’s Career Development
Programme to develop awareness and skills for leveling the playing field at the workplace. Organisational interventions such
as diversity metrics and shortlists have helped us improve the representation of women in senior positions.

Whilst the focus of this report is on gender, it is important to consider other aspects of difference as well for any effort
to be successful and sustainable. At Shell, our approach to D&l goes beyond gender and includes regional/nationality
differences, disability, generations, culture, sexual orientation, and inclusion to name a few. We strive to create a more
inclusive workplace that more effectively engages and retains the diverse talents within our workforce.

Finally, leadership accountability is a critical success factor in diversity efforts - many of our business leaders continue to
have dialogue at the most senior level on their under-represented talents and put their time into mentoring these talents
in their teams. As the most senior Asian leader in Shell, | chair the Shell Asian Talent Council that looks into developing
and expanding our cadre of future Asian leaders in the organisation. My personal commitment is to see that our D&l sets
us apart in terms of staff development, achievement and career fulfillment, and at the same time, brings a demonstrable
advantage to the company.

In Shell, we believe metrics are an integral part of efforts to improve D&l in our workforce - ‘what gets measured gets done’.
Metrics and benchmarks provide the basis for leadership focus and dialogue in driving effective diversity interventions.

We would like to thank Community Business for developing this report and the forward-thinking organisations who have
contributed to it. We hope that this benchmark study will help like-minded companies to better understand and advance the
diversity of their workforce in this region.

Tan Chong Meng
Executive Vice President, Global Commercial
Shell International BV
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This Gender Diversity Benchmark for Asia 2011 (GDBA 2011) comprises two parts: a quantitative study and a qualitative
study. Through the compilation of data, it examines the representation of women at junior, middle and senior levels of

21 Participating Companies in six key geographies in Asia, including: China, Hong Kong, India, Japan, Malaysia and
Singapore. Through a series of interviews, it also provides the perspectives of high potential Asian women working in
multinational companies in Asia to help understand the issues they face and what more can be done to help women in Asia
attain leadership positions.

Analysis of the data provided by the 21 Participating Companies reveals the following:

General

» The representation of women in the total workforce of the Participating Companies is close to or above the female national
labour force participation rates in all countries - except Japan.

* The representation of women is highest at the junior level and lowest at the senior level across all countries. This is
consistent with many other gender studies, both regionally and internationally.

» A comparison of data from the GDBA 2009 and GDBA 2011 studies indicates that the overall percentages of women
working in the Participating Companies are similar at all levels with a noticeable increase only for China.

By Country

» Looking at the total workforce, the highest percentages of women are employed in China, followed closely by Malaysia,
Hong Kong and Singapore. The lowest percentages of females are employed in India, with Japan the second lowest.

» Malaysia performs best in terms of the representation of women at senior positions (27.57%) and it is the only country
where the Participating Companies outperform the national female labour force in their total workforce, junior and middle
level positions.

« India is consistently the worst performer in terms of the representation of women in the total workforce, junior and middle
level positions. It performs only slightly better than Japan at senior level positions.

Women at Junior Level Positions

* In terms of junior level positions, the best performer is China and the worst performer is India.

 For all countries except India, the average representation of women at junior level surpasses the average national female
labour force.

* Many companies have a female majority at this level.

Women at Middle Level Positions

* In terms of middle level positions, the best performer is Hong Kong and the worst performer is India.

» The average percentage drop from junior to middle level positions is 29.06% with India (48.07%) having the most
significant drop at this level.

* However, the representation of women at this level is only just below the percentages of women that are employed in the
corresponding national labour force in China, Hong Kong and Singapore, and in the case of Malaysia they are above.

Women at Senior Level Positions

+ In terms of senior level positions, the best performer is Malaysia and the worst performer is Japan.

» The average percentage drop from middle to senior level positions is 48.04% with Japan (70.24%) having the most
significant drop at this level.

* The representation of women at the senior level is far below the national female labour force for all countries.

COMMUNITY BUSINESS
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The Leaking Pipeline Explored

* In all the countries except for India, the greatest leak (ie the largest percentage decrease of women) takes place between
middle and senior level positions and not junior to middle level positions.

* In India the greatest leak takes place between junior and middle level positions.

Interviews with 24 high potential Asian women from the countries that were the focus of this study provide some interesting
insights into the experiences of women in the workplace in Asia.

Factors Contributing to Success

One of the key success factors mentioned by the high potential women interviewees was a strong family emphasis on
education when they were growing up which led them to high educational attainment and often an opportunity to study
abroad. Positive early career experiences that included recognition and support by bosses or mentors were also deemed
important. The major personal characteristics that the women identified as responsible for their success included curiosity
and desire for knowledge, persistence, and being hard working. Support from bosses, leaders or mentors was by far the
most important external factor cited. However, for many women the mentors were not those assigned by the company or
other organisation but individuals they had chosen themselves who were considered most helpful.

Aspirations for Leadership

Over 80% of those interviewed aspired to senior leadership positions. Many thought they deserved promotion and the
corresponding recognition, satisfaction, and sense of achievement. Others looked forward to the challenges and learning
opportunities a more senior role could bring, and some were attracted by the possibility of having a greater ability to impact
others in a positive way. Although the majority of women were interested in senior positions, about one-third of all those
interviewed expressed some ambivalence about moving up. Some had concerns about work-life balance, others thought
they were already quite senior, and a few were considering options such as starting a business or teaching.

Challenges

Although almost all of the women had high aspirations, they expressed various concerns about moving into a more senior
role. The most often heard were related to work-life balance issues and the time needed to do a good job. In order to reach
the next level, the women interviewed felt they needed to develop and expand their networks and increase visibility, expand
and develop their teams, and learn more.

The women interviewed each identified their three current greatest challenges, either related to work or themselves.
Overwhelmingly, the most often mentioned were issues related to work-life balance with several citing gender issues as
well. When asked about specific perceived obstacles to career progression, almost all of them cited family factors such as
childcare and elder care.

Supporting the Advancement of Women in Asia

In looking at the role of companies, almost all of the Participating Companies had programmes or initiatives for either women
or high potentials and these programmes were viewed positively. Although flexible work arrangements were available

in many of the Participating Companies, they were not widely adopted by women in Asia and/or had to be individually
negotiated with a supervisor.

The high potential women presented suggestions on how companies could further support the advancement of female
executives. Many of these ideas were already being practiced in some companies, but the interviewees thought more could
be done. The most popular suggestions centred around greater flexibility in working time, special support for women with
families, more women in senior management, stronger network development, more training, mentoring and experience
sharing programmes.

COMMUNITY BUSINESS

s www.communitybusiness.org



Gender Diversity Benchmark for Asia 2011
China © HongKong © India © Japan © Malaysia « Singapore

The final area of inquiry was the role of others. The women interviewed suggested executives could give women more
opportunities, support, and encouragement to get ahead, promote based on merit rather than positive gender discrimination,
and promote and participate in diversity events and networks. They also thought other organisations such as

NGOs, professional women'’s associations and universities could provide more opportunities for women to share
experiences, create networks and raise awareness in diversity issues.

Based on the findings of this study and our wider research on the advancement of women in Asia, Community Business
provides a number of observations and recommendations.

The Leaking Pipeline - Characteristics in Asia

* In China, the Participating Companies do well but the issues that prevail mainly impact women between middle and senior
levels. The growing demand for mobility of women (both in China and internationally) conflicts with family responsibilities
(particularly with regard to ageing parents) and may be getting in the way of greater advancement for many.

* In Hong Kong, the Participating Companies do well in overall terms and fall just short of the national female labour
force. However, gender bias persists with perceptions that women have to work harder than men to prove themselves
or get their voices heard. Domestic help appears to be a double-edged sword in Hong Kong and may be adding to the
expectation for women to work long hours at the expense of time with family - a sacrifice that many are simply not willing
to make.

* India has the lowest national female labour force and the largest leak in the pipeline takes place early on in a woman'’s
career - from junior to middle level positions. This means the leaking pipeline in India is in fact more severe than in the
other geographies as the pool of women is much diminished at an earlier stage. High potential woman are concerned
about the personal sacrifices they may be making in terms of possibly foregoing having children for their career and also
highlighted the role of their parents in their decision-making.

* In Japan, the Participating Companies employ a significantly smaller percentage of women than the national female
labour force. With few women leaders, gender issues are evident and senior women can feel lonely and isolated at the
top. Concerns about fulfilling traditional roles as mother and wife mean that many do not aspire to more senior positions.

* In Malaysia, the Participating Companies do the best with employment of women. Gender issues were not highlighted and
further research would be interesting to understand and learn from the range of policies and programmes that exist for
women.

 In Singapore, like Hong Kong, the Participating Companies, fall just short of the national female labour force. However,
unlike Hong Kong, the women do not tend to feel discriminated against and say that there is a positive attitude towards
working mothers with many role models.

Other Key Observations

» This research highlights that high potential women have many characteristics and traits that are similar to women leaders
that Community Business has interviewed over the years. It may be that these high potential women are en route to
leadership or perhaps there is a ‘woman leader type’ in Asia.

+ Some women, particularly those from India, raised the subject of personal sacrifice (in terms of having children) in the
quest for career success. Community Business suggests further research in this area to understand whether this is a new
phenomenon emerging in Asia similar to what has been experienced in the US as highlighted in research by Sylvia Ann
Hewlett in her pioneering book, Creating a Life: Professional Women and The Quest to Have Children.’

* Across Asia these high potential women talked about the central role of the family and in particular parents and in-laws in
their decision-making at all levels. In Asia in particular, parents are closely linked to their children throughout their lives and
there is an expectation that children will look after their parents in old age. Often the onus of this will fall on the woman as
the daughter-in-law or daughter and this can limit women’s ability to take up career opportunities - particularly where this
involves mobility or overseas assignments but also for roles that require long working hours and late night conference calls.

COMMUNITY BUSINESS
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» Work-life balance is a priority and was raised by every woman we spoke with in some way. Women in Asia - particularly
those fulfilling regional or global roles, face specific challenges that may not be faced by their counterparts in the US or
Europe. To accommodate different time zones they often have to work unreasonable hours and this can have a serious
impact on social and family life. Companies need to seriously consider policies, programmes and work culture that will
address this.

Recommendations

» Consider the whole career life cycle. Look at understanding women'’s aspirations and provide assistance with career
planning from an early stage. Present the options that are available for a woman at different stages in her career and life
so that managing a family and a career is seen as an achievable goal.

+ Engage directly with women. Speak directly with your female employees in different locations in Asia to understand their
priorities and concerns and develop appropriate policies and programmes relevant to their context.

+ Remain flexible. Do not be limited by policies and programmes but be flexible - keeping in mind that the objective is to
retain and develop talent.

» Consider the role of men. Ask what role companies can play in changing attitudes and allowing men to take on more
family responsibilities.

* Provide enabling environments. Community Business’ research, including the interviews from this study, indicates

that there are a number of factors that are critical to enabling women to succeed. These include: leadership commitment

to diversity, networks, raising the visibility of women, mentoring, elimination of gender bias and including men in the

discussion.

Concluding Remarks

Traditional attitudes are changing across Asia and women want to succeed in the workplace. They are willing to work hard
and develop skills and want to be recognised for their contribution. Women do not want quotas or positive discrimination.
What they want is for companies to realise that the current demands of the workplace do not recognise the many roles that
women have - particularly in terms of the family.

The issues of greatest concern were related to work-family balance. Companies are encouraged to take a more holistic
and creative approach to the career trajectories of their women employees - with a focus on enabling them to fulfill their
professional and personal responsibilities at different stages in their life and career. Only then will women be no longer

required to make tough choices that force many to settle for less challenging roles or opt out of the workforce altogether.

The Participating Companies in this study have done some great work in addressing what can be done to retain women.
But ultimately if we are to see significant improvements in the representation of women in senior positions in Asia, we need
to see two things. One is leadership that goes beyond rhetoric - and the second is a more flexible workplace. The benefits
will be far-reaching, for as companies resolve to address the needs of female talent they will find that they are ensuring the
greater inclusion and engagement of all employees.

Comments from international experts on the findings of this report suggest that there are many similarities and also some

differences between the situation in Asia and those in Europe and developing countries.

* An emphasis on education was found to be instrumental to the career trajectories of female talent and greatly fuelled their
professional aspirations. This is in line with other international research which finds women in Asia, in particular India (86%)
and China (76%), have higher aspirations for top roles than their counterparts in the US (52%).

COMMUNITY BUSINESS
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» However, as in other parts of the world, the representation of women in the workplace in Asia declines sharply with
seniority and this applies across industry. While childcare and family responsibilities are assumed to be the primary
derailers of women's careers around the world, the reality in Asia is found to be more complicated. Family ties are strong
and women in Asia often enjoy childcare support from their parents or in-laws. However, the flip side of this strong family
tie, especially for women, is the responsibility of eldercare. In India and China in particular, the guilt working women in
Asia feel towards their elders, ‘daughterly guilt’, can outweigh maternal guilt.

» Work pressures for Asian women were also found to be different from those in the West in a number of ways. These
include the strong cultural disapproval in relation to travel, gender biases in the Asian workplace as well as exclusion from

informal social activities.

COMMUNITY BUSINESS
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In 2009, Community Business worked with the member companies of its Diversity & Inclusion in Asia Network (DIAN), to
produce the first Gender Diversity Benchmark for Asia (GDBA 2009)." This study looked at the representation of women at
junior, middle and senior levels of 11 Participating Companies in four geographies in Asia, including: China, India, Japan and
Singapore. It also explored barriers and enablers to women’s success in the region through interviews with women leaders
in each of these geographies.

GDBA 2009 has been a pioneering piece of research, providing valuable benchmarking data for the region. Since its
publication, it has been welcomed and referenced by organisations and companies around the world and proven to be a
valuable tool for those looking to develop their gender diversity strategies in the region.

In April 2010, member companies of DIAN expressed an interest in updating the study, adopting the same methodology but
expanding to a greater number of companies from a wider range of industries. This 2011 study (GDBA 2011) was conducted
with 21 Participating Companies and extended to include six geographies - the original four plus Hong Kong and Malaysia
as these were markets that were identified by DIAN member companies as being of interest.

The objectives of this GDBA 2011 study sponsored by Shell are therefore to:
* Build on the work of the GDBA 2009 study.
» Enhance the value of the GDBA by extending it to more companies.
« Establish the GDBA as a measure of gender progression in the region over time.
» Enable companies to track and compare:
> their company’s own performance on gender progression across key geographies in Asia.
o their company’s performance on gender progression with other leading multinational companies operating in the
same geographies.

Like the 2009 study, this GDBA 2011 comprises both a quantitative and qualitative study. For the quantitative component,
Community Business invited Participating Companies to submit data showing the representation of women at different
levels within their organisations in each of the different geographies of the study.

For the qualitative component of GDBA 2009, Community Business conducted telephone interviews with senior women
leaders. Through this we were able to explore the experiences and perspectives of women leaders in certain countries in
Asia. Over the last two years, Community Business has been able to enhance understanding of key issues surrounding
women in leadership in Asia through its research on women on boards in Hong Kong and India. (See Women on Boards:
Hang Seng Index 2009° and Standard Chartered Bank: Women on Corporate Boards in India 2010 Report.®)

To gain a broader understanding of the challenges that women in Asia face throughout their career, Community Business
together with the Participating Companies, chose for the purpose of this study, to focus on a different target group of
women, namely high potential women in Asia.* These are women who have been identified by their companies as having
leadership potential. The views of these women are critical to understanding what might be causing the often cited ‘leaking
pipeline’ and the lower representation of women at the top of organisations. Hence, interview questions were designed to
explore some of the issues women at this level struggle with and what more they think their companies can do to enable
them to reach leadership positions.

The work of Community Business focuses on Asia. However, many of the companies that we work with are global. In
order to give corporate Asia an understanding of how the situation in Asia compares to that in Europe and North America,
Community Business invited leading international experts who have conducted similar gender studies in these regions to
review the results and provide their insights.

COMMUNITY BUSINESS
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The GDBA 2011 covers six key geographies in Asia, namely: China, Hong Kong, India, Japan, Malaysia and Singapore.

Part I: What the Numbers Tell Us
Collection of data

In July 2010, Community Business developed a data template which was sent to all Participating Companies to complete.
Participating Companies were asked to provide the following data as of 30 September 2010 for each of the six geographies:
« Total number of employees

» The percentage of women in the total workforce

» The percentage of women at junior level

» The percentage of women at middle level

» The percentage of women at senior level

Consistency of data

Referencing standard definitions provided by Hays and Mercer,® Community Business provided Participating Companies
with guidance on the definition of junior, middle and senior level positions. To ensure further consistency of data,
Participating Companies were asked to exclude data from any Business Process Outsourcing (BPO) or Knowledge Process
Outsourcing (KPO) units which are particularly prevalent in some markets such as India.®

Data analysis

In conducting this study, Community Business has relied entirely on each Participating Company to provide complete and
accurate data and has not undertaken any independent auditing. Completed data tracking templates from Participating
Companies were collated and sent to the researcher, Dr Anne Marie Francesco, Professor of Management at the Hong
Kong Baptist University, who conducted the analysis.

In reviewing the findings presented in this report, readers should bear in mind that each company is different, each industry
is different and company sizes can have a significant impact on the percentages presented.

To protect the confidentiality of the Participating Companies in this study, data shown in this report have been aggregated
and not attributed to the individual companies.

Part Il: What High Potential Women in Asia Say
Selection

Participating Companies were asked to nominate one high potential woman from each country covered in the scope of the

study. It was agreed with Participating Companies that the individual nominated should be:

- identified as high potential by the organisation;’

» based in the selected country;

» Asian by ethnicity - or if not, have spent a substantial number of years progressing her career in Asia and therefore able to
speak to issues in that geography;

» comfortable expressing her thoughts and opinions in English.

COMMUNITY BUSINESS
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From the nomination list, Community Business selected a maximum of two women from each Participating Company to
interview, ensuring an even representation of women across functions and geographies. In total 24 women were selected
for interview with four interviewees representing each geography.

Interviews

A 60-minute telephone interview was conducted with each high potential woman between February and March 2011.
Interview questions were related to personal profile, factors contributing to success, future aspirations, challenges and the
role of companies and others in facilitating women’s advancement. A full list of interview questions can be found in Appendix 1.

The responses of the interviewees have informed Part Il of the findings of this report, and where applicable, country
differences have also been cited. The views of the individual women have been kept anonymous unless prior permission to
use their names has been obtained.

The views expressed here are the views of the high potential women interviewed and cannot be assumed to be the views of
all high potential women in the corporate sector in these countries.

COMMUNITY BUSINESS
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FINDINGS
Part I: What the Numbers Tell Us

Twenty-one companies participated in the data tracking component of the GDBA 2011 study. The Minimum (Min), Maximum
(Max) and Average (Avg) in the tables below are calculated based on the number of companies participating in the
benchmark study in that country. Table 1 indicates the number of companies that provided data for their operations in the
listed countries.

Table 1. Number of companies that provided data in each country

Country No. of Companies
China 19
Hong Kong 19
India 17
Japan 19
Malaysia 17
Singapore 21 )

Representation of Women in the Total Workforce in Asia

Figure 1 shows the average percentage of women employed by the Participating Companies in the total workforce in each
country in Asia. This is compared to the national female labour force in each country. The bars in orange in Figures 1 to 4
indicate where the average percentage of women employed by Participating Companies in that geography is higher than the
national female labour force. The bars in blue indicate where the average percentage of women employed by Participating
Companies in that geography is lower than the national female labour force.

The national female labour force is being used by Community Business as a barometer of women'’s representation in

the workforce. Although a parity of men and women (ie 50% men and 50% women) in the workforce may be an ideal, it

is perhaps not a reasonable expectation given that the participation of women in the wider workforce in many countries
falls short of this level. By using the national female labour force in each country, we are able to assess to what extent the
Participating Companies’ workforce actually reflects the country-wide workforce.

The average percentages of women employed by the Participating Companies in their total workforce ranged from
24.43 - 49.79%. China emerges as the country employing the highest average number of women in the total workforce at

49.79% and India as the lowest at 24.43%.

Figure 1. Percentage of women in total workforce in each country
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== mm Average Percentage of Participating Companies —— National LabourForcein2010

* Data of National Labour Force shows women’s share of the adult (15+) labour force (%) in 2010 taken from UN Statistics Division
(http://unstats.un.org/unsd/demographic/products/Worldswomen/Annex%20tables %20by%20chapter%20-%20pdf/Table4Ato4D.pdf)
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In comparison with the national female labour force, the Participating Companies employ on average a larger percentage
of women in China, Malaysia, and Singapore, with a much higher percentage in Malaysia. In Hong Kong, India, and Japan,
the Participating Companies employ on average a smaller percentage of women than are employed in the corresponding
national female labour force - and in Japan the gap is the widest.

However, there is great variation among the companies as can be seen by the difference between the minimum and
maximum figures for each country. Also a number of the companies have a much higher percentage of female employees
than are employed nationwide.

Representation of Women in the Workplace at Different Levels in Asia

Figures 2, 3 and 4 show the average percentages of women at different levels in the Participating Companies in each of the
different geographies. The data show that the percentages of women are generally highest at the junior level and lowest

at the senior level across countries and companies. These findings are consistent with other tracking studies, including
Community Business’ GDBA 2009.

Junior Level
Top Performer: China
Worst Performer: India

At the junior level, as Figure 2 shows, the percentage of women is relatively high. In all countries except India, the average
rates surpass the average national female labour force participation rates and many companies have a female majority (over

50% of their workforce) at this level.

China does the best with women at junior level (55.41%) followed closely by Singapore (54.19%) and Malaysia (53.17%).
India has the lowest representation of women at junior level (28.71%).

Figure 2. Percentage of women at junior level positions in each country
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== mm Average Percentage of Participating Companies —+ NationalLabourForcein2010

Middle Level
Top Performer: Hong Kong
Worst Performer: India

At the middle level, as shown in Figure 3, the percentages are slightly lower than the junior level data with a similar
pattern across countries. However, the numbers are only just below the percentages of women that are employed in the
corresponding national female labour force in China, Hong Kong and Singapore, and in the case of Malaysia they are above.
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Hong Kong overtakes China as the top performer of employing women in middle level positions (44.50%) - but China (43.97%)
remains close behind, as does Malaysia (41.08%). Japan (26.11%) and India (14.91%) perform most poorly at this level with
both the lowest percentages and the greatest differences with the national female labour force participation rates.

Figure 3. Percentage of women at middle level positions in each country
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Senior Level
Top Performer: Malaysia
Worst Performer: Japan

At the senior level, as Figure 4 shows, the percentage of women is very small. Disappointingly, almost all companies are
very far from the overall national female labour force participation rate.

Malaysia (27.57%) overtakes Hong Kong and emerges as the country with the highest representation of women at senior
level, followed by Hong Kong (22.77%) and Singapore (21.50%). India (9.32%) and Japan (7.77%) again perform most

poorly, with percentages in single digits and much lower than the other four countries.

Figure 4. Percentage of women at senior level positions in each country

60
48 e : N
50 46 Min Max Av
8 42 42 . g
§ 40 36 China 0 43 | 20.72
H K 22.77
S 30 29 27.57 orilg ong 0 36
o 20.72 22.77 21.5 India 0 23.53 | 9.32
£ 20 Japan 0o |2672 | 7.77
8 10 9.32 7.77 Malaysia 0 | 632 |2757
[ 9
o 0 ‘ : , ‘ : \ Singapore 1 38.3 21.5 )
China HongKong India Japan Malaysia Singapore

Country

mm Average Percentage of Participating Companies —+- NationalL LabourForcein2010

COMMUNITY BUSINESS

L . | www.communitybusiness.org

15



Gender Diversity Benchmark for Asia 2011

China © HongKong © India © Japan © Malaysia « Singapore

16

The Leaking Pipeline Explored

The ‘leaking pipeline’ is a term that is commonly used to describe the drop out or decline in number of women from lower
to upper levels in an organisation. Table 2 explores this phenomenon in our Participating Companies in Asia and shows the
percentage change of representation of women at the different levels.

Table 2. The Leaking Pipeline in Asia (as a percentage drop)

f The Leaking Pipeline )
Junior Middle Senior | percentage change from | Percentage change from
junior to middle middle to senior

China 55.41 43.97 20.72 - 20.65 -52.88

Hong Kong 51.62 445 22.77 -13.79 -48.83
India 28.71 14.91 9.32 -48.07 -37.49

Japan 45.37 26.11 7.77 -42.45 -70.24
Malaysia 53.17 41.08 27.57 -22.74 -32.89
Singapore 54.19 39.74 21.5 - 26.67 -45.90

Table 2 reveals a number of interesting findings:

 For all geographies, except India, the greatest decrease in representation of women occurs between the middle and
senior levels and the average percentage drop is 48.04%.

+ India is the only geography that has a greater decrease in female representation between the junior and middle levels with
a drop of 48.07% compared to 37.49% from middle to senior levels.

+ Looking at the percentage decrease in the representation of women from junior to middle levels, Hong Kong is the best
performer with only 13.79% decrease, and India (48.07%) and Japan (42.45%) are the worst.

» Looking at the percentage decrease in the representation of women from middle to senior levels, Japan loses by far the
greatest percentage (70.24%) and Malaysia the least (32.89%).

The above findings indicate:

» Malaysia has the least serious issue with a leaking pipeline compared to the other geographies.

+ Japan has the most serious issue with a leaking pipeline - and this is of particular concern from middle to senior level
positions.

+ Whilst India seemingly appears to fare well in terms of the decrease in representation of women from middle to senior
levels (37.49% compared to the average of 48.04%), the multiplier effect of the leaking pipeline should not be ignored.
With fewer women making it from junior to middle levels, the pool of women able to move to senior level positions is that
much smaller and therefore the problem of the leaking pipeline is actually more severe.

Representation of Women in the Workplace in Different Countries in Asia

Tables 3-8 show the representation of women in the Participating Companies on a country by country basis, presenting
the data by total workforce as well as at junior, middle and senior levels. The data have also been broken down by size of
organisation so that a more appropriate comparison can be made with other organisations of the same size.

COMMUNITY BUSINESS

www.communitybusiness.org



Gender Diversity Benchmark for Asia 2011

China = HongKong © India © Japan © Malaysia « Singapore

China
Table 3: Percentage of women in the workplace in China
a Y
Number of Nu?:fber Total Workforce Junior Level Middle Level Senior Level
Employees Companies
Min | Max | Avg | Min | Max | Avg | Min | Max | Avg Min | Max | Avg
>1000 9 20.8 71 14142 211 76 | 4452 19 60 |37.04| 10 34.7 | 20.47
100-999 6 44.02 | 71.7 | 54.33 |49.47 | 771 |60.12 | 29.57 | 58.1 | 45.69 0 37.7 | 21.81
1-99 4 51.6 75 61.8 | 61.5 91 72.85| 43 66.6 | 56.98 0 43 | 19.68
L All 19 20.8 75 |49.79 | 211 91 55.41 | 19 66.6 | 43.97 0 43 20.72J

In China, there is a relatively high average percentage of female participation overall (49.79%). Ten of the 19 companies
have 50% or higher female labour force. The percentages vary by company size category: the bigger the company, the
smaller the percentages of women at all levels, except for senior level where the percentages are similar for different sized
companies.

At the junior level, 11 out of 19 companies have more than 50% women employees with seven of those over 70%. At the
middle level, eight of the companies have more than 50% female staff with only two less than 20%. At the senior level, ten
of the companies have 25% or more female employees while four companies have none.

Hong Kong
Table 4: Percentage of women in the workplace in Hong Kong
( )
Nl o Nurol‘lfber Total Workforce Junior Level Middle Level Senior Level
(e Companies
Min | Max | Avg | Min | Max | Avg | Min | Max | Avg Min | Max | Avg
>1000 10 29.7 | 57.3 |44.5536.27 | 63.1 | 51.7421.79 | 57 |41.05| 8.7 36 |25.71
100-999 8 23.96 | 66.6 |43.42| 24 75 | 4829 25 |69.15 44.82 0 27.3 | 18.37
1-99 1 - - 68.67 - - 77.14 - - 76.47 - - 28.57
L All 19 23.96 (68.67 | 45.34 | 24 |77.14 | 51.62 | 21.79 | 76.47 | 44.50 0 36 22.77J

Compared to the other countries in this study, the representation of women in the Participating Companies’ workforce in
Hong Kong can be described as moderate (45.34%). Seven of the 19 companies have a female workforce that is over
50% of their total. The single small company has the largest size category percentages overall with the medium and large
categories showing smaller and fairly similar percentages for junior and middle levels and the largest companies having
slightly higher percentages of senior women.

Twelve of the 19 companies have more than 50% women at the junior levels, and two of these are over 70%. At the middle
level, seven companies employ more than 50% women, and at the senior level, nine companies have 25% or more females,
and only two have less than 10%.
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India
Table 5: Percentage of women in the workplace in India
( Y
Number of Nugifber Total Workforce Junior Level Middle Level Senior Level
Employees Companies
Min | Max | Avg | Min | Max | Avg | Min | Max | Avg | Min | Max | Avg
>1000 11 9.7 |43.03 |23.75| 9.8 |45.29|2647| 6.8 | 30.7 | 16.51 3 23.53 | 9.95
100-999 5 16 28.7 |21.58| 21 405 | 294 | 114 20 |14.38 0 19.2 | 9.78
1-99 1 - - 46.15 - - 50 - - 0 - - 0
L All 17 9.7 |46.15 | 24.43 9.8 50 | 28.71 0 30.7 | 14.91 0 23.53 9.32J

Based on the data from the Participating Companies, India has the lowest representation of women in the workplace of the
six countries. Only two of the 17 companies have a female labour force of more than 40% with an average of 24.43%. The
average percentages for the medium and large companies are similar with more women employed at the lower levels. The
single small company has 50% women at the junior level but none at higher levels.

At the junior level, ten out of the 17 companies have women making up more than 25% of the workforce at that level with
four of them over 40% and only one less than 10%. At the middle level, only five companies have 20% or more women,
and four have less than 10%. At the senior level, all companies have less than 25% women employees with five companies

employing less than 5% at this level.

Japan
Table 6: Percentage of women in the workplace in Japan
( Y
LT E R G Nun::fber Total Workforce Junior Level Middle Level Senior Level
Employees Companies
Min | Max | Avg | Min | Max | Avg | Min | Max | Avg Min | Max | Avg
>1000 9 18.95 |60.32 | 32.61 | 21 |[65.73 |44.79| 11 45.6 | 24.20 1 26.67 | 10.18
100-999 13.67 | 56.9 |36.51 | 14.3 | 80.8 | 48.43| 10.8 | 41.04 | 27.64 0 |26.72| 7.84
1-99 4 0 56 3159 0 81 | 42.09 0 474 | 281 0 9 2.25
L All 19 0 60.32 | 33.62 0 81 | 45.37 0 474 | 26.11 0 |26.72 7.77J

Based on the data from the Participating Companies, Japan has the second lowest representation of women in the
workplace of the six countries. Four of the 19 companies employ more than 50% women, but seven have less than 25%.
The percentages did not vary much by size of company for the total and junior and middle levels, but the larger companies
employ slightly higher percentages of women at the senior level.

At the junior level, five of the companies employ more than 60% women employees with two companies over 80%. There
are also three companies that average less than 25%. At the middle level, eight of the companies have over 30% females
with six less than 15%, and at the senior level, the percentage drops considerably with only three companies employing

more than 20%, and five companies employing no women at the senior level.
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Table 7: Percentage of women in the workplace in Malaysia
a )
Number of Nur(r:fber Total Workforce Junior Level Middle Level Senior Level
Employees Companies
Min | Max | Avg | Min | Max | Avg | Min | Max | Avg | Min | Max | Avg
>1000 5 259 | 66 |49.86| 17.6 68 |51.34| 214 64 |4358| 11.8 31 |21.58
100-999 5 258 | 669 |46.81 175 | 674 | 4578 19 | 73.1 | 44.48 0 50 |27.63
1-99 7 18.18 | 65 |45.96 | 19.1 100 |59.76 | O 100 | 36.87 0 63.2 | 31.82
L All 17 18.18 | 66.9 | 47.35  17.5 | 100 | 53.17 0 100 | 41.08 0 63.2 27.57J

The Participating Companies employ the second highest overall percentage of women in Malaysia. Eight of the 19
companies have a workforce that is over 50% female with only one less than 20%. Overall, the pattern by company size is
mixed with the overall percentages of women employed similar but no clear trend across levels.

Ten of the companies employ more than 50% women at the junior level with only three employing less than 20%. At the
middle level, seven of the companies employ 50% or more women with two that have none at that level. Four companies

employ 50% or more women at the senior level, and three have none.

Singapore
Table 8: Percentage of women in the workplace in Singapore
a )
Number of Nugifber Total Workforce Junior Level Middle Level Senior Level
Employees Companies
Min | Max [ Avg | Min | Max | Avg | Min | Max | Avg | Min | Max | Avg
>1000 10 21.3 | 65.1 |42.81 | 21.1 70 | 48.01| 23.9 62 |40.16 | 14.7 | 34.5 | 23.63
100-999 8 27.03 | 73.19 1 40.83 | 27.8 |83.16 | 51.91 | 23 55.2 | 34.93 1 38.3 | 20.81
1-99 3 48.94 | 53 |51.45  66.7 94 | 80.84 39 60 |51.18 | 125 22 | 16.26
L All 21 21.3 |73.19 | 43.29 | 211 94 | 5419 | 23 62 | 39.74 1 38.3 21.50J

The Participating Companies employ a moderate number of women in Singapore (43.29%) where six of the 21 companies
have more than a 50% female workforce. These averages are highest overall and for the junior and middle levels in the
small companies while the large companies have the highest percentage of senior level women.

At the junior level, eleven out of 21 companies have more than 50% females with three employing over 80% and only one
under 25%. At the middle level, there is moderate female participation with six companies over 50% and only three under
25%. Five of the 21 companies have more than 30% women at the senior level.
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Tracking Performance with 2009
The data for this GDBA 2011 are compared with the data from the 2009 study for the four countries that were included in

both studies and this is shown in Table 9. In addition the percentages of women in the corresponding national labour forces
are also provided for comparison purposes. It should be noted that the first study was based on data from ten Participating
Companies and the second with data from 21 Participating Companies. Nine companies participated in both the 2009 and
2011 studies.

Table 9: Comparing data from GDBA 2009 and GDBA 2011 - percentage of women at each level**

[ National Labour Force* Total Junior Middle Senior
Country
2009 2011 2009 | 2011 | 2009 | 2011 | 2009 | 2011 | 2009 | 2011
China 44.3% 46% 429 | 49.79 | 53.5 | 5541 | 28.7 | 43.97 13 20.72
India 28.1% 29% 252 12443 | 341 | 28.71 | 16.2 | 14.91 8.2 9.32
Japan 41.2% 42% 33.8 | 33.62 50 4537 | 20.7 | 26.11 8.9 7.77
LSingapore 40.1% 42% 43.8 | 43.29 52 5419 | 344 |39.74 | 173 | 21 .50J

* These are the figures that were referenced for the GDBA 2009 and relate to the female national labour force in 2006.
** Data for the GDBA 2009 study was as of 31 December 2007. Data for the GDBA 2011 was as of 30 September 2010.

Overall, no clear pattern emerges with ups and downs at different levels and in different countries. As the Participating
Companies and the base profiles of the companies are not the same, it is difficult to make any clear conclusions. Any
changes could be due to actual movements over time or just be due to the inclusion of a significant number of different
companies in the sample. If this benchmark study is repeated, as it evolves over time, more insights and conclusions may
be drawn on the progress of women in the workplace.

However, Table 9 reveals the following:

+ Overall increase in representation of women in the national labour force has increased minimally in these geographies.

 For the Participating Companies, the percentages in the total workforce in 2009 and 2011 are similar in all countries
(except China) suggesting that no significant improvements have been made with regard to the representation of women
in the workplace in Asia over the last two years.

» The notable exception is China where percentages in 2011 have increased at all levels since 2009 and especially at
middle (53% increase) and senior levels (59% increase).

 Singapore too has seen some improvement in the representation of women at all levels - except the total workforce.
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Part Il: What High Potential Asian Women Say

For the qualitative part of the study, twenty-four women participated in a telephone interview - four from each country. All the women were
identified as high potentials by their organisations and were all ethnically Asian and based in the country that was the focus of the study.

Profile of High Potential Women Interviewed (by Country)

Name : CHEN Lin
Title : Senior Manager

- M&A and Commercial Finance
Company : Shell (China) Limited

What inspires you the most?

“Learn new things, explore the world and make my
impact.”

Name : Carmen AU
Title : Associate, Transportation
Company - AECOM

What inspires you the most?

“CBIOBRAE 0 SEORE - DARIED ; BUSIRAE »
OMETERARE - 2t +F2RILFH " - FF”
(When one subdues people by force, they do not submit
to him in heart. They obey, because their strength is not
adequate to resist. When one subdues people by virtue,
deep in their hearts they are pleased, and sincerely
submit, as was the case with the seventy disciples in their
submission to Confucius. — By Mencius)

Name : Sapna CHADHA
Title : Director of Product Management
Company : American Express Banking Corp

What inspires you the most?

“Creating change in people’s lives is why | work and what
inspires me most - whether it is through our products

and services that we offer to our customers or through
having an impact on the lives of people that work for me,
in seeing how they can progress and advance in the
organisation. That is what makes me tick.”

Name : Ella LIU
Title : Marketing Director - Coca-Cola
Company : Coca-Cola China

What inspires you the most?

“Steve Jobs. He has such a character that he lives

with his values and pursues what he wants. He is very
persistent with what he wants and despite the fact that
people do not necessarily go the same direction as him,
he still insists on his value and has come out with many
great things that changed the world. He really inspires
me.”

Name : Martine TSENG
Title : Managing Director,

Wealth Management, China
Company = UBS

What inspires you the most?

“Excellence, and those who pursue it. People who are
persistent and always try to do the best.”

Name : Grace YU
Title : Managing Associate
Company  Linklaters

What inspires you the most?
“The pursuit of knowledge”

Name : Eppie CHAN

Title : Financial Controller for Greater China

Company : EMC Computer System (FE)
Limited

What inspires you the most?
“To be a successful working mother.”

Name : Tabassum INAMDAR

Title : Managing Director, India Banking and
Finance Research

Company : Goldman Sachs

What inspires you the most?

“Being challenged and also people around me, like my
superiors, colleagues and role models helping me along
the way.”

Name : Grace CHAN
Title : Director - Head of Loyalty,

Rewards and Brand Communications
Company : American Express

What inspires you the most?

“To see my people sincerely passionate about their work,
grow, and achieve success.”

Name : Nidhi SHARMA
Title : Senior Environmental Scientist
Company : AECOM India

What inspires you the most?

“Desire to learn every day and to know more about
various sectors/fields.”

Name : Winnie CHUNG
Title : Senior Associate
Company : Herbert Smith

What inspires you the most?

“As a football fan, | am inspired by Arsene Wenger's
philosophy in managing Arsenal. Focusing on organic
growth is important to the successful management of any
organisation.”
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Name : Susheela VENKATARAMAN
Title : Managing Director,

Internet Business Solutions
Company : Cisco Systems

What inspires you the most?

“What inspires me is when | am doing work that is really
impactful, that makes a difference to society and the
people that | am working with.”
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Name : Tauchi HISAYO
Title : Senior Software Engineer
Company : Schlumberger

What inspires you the most?

“To help others - when | feel | am making something
better, | am motivated the most.”

Name : Catherine GOH

Title : Customer and Partner Experience
(CPE) Director

Company : Microsoft Malaysia Sdn Bhd

What inspires you the most?

“My mom, in terms of how she steps up and manages
the challenges in life, how she stood up for us despite all
the adversities and difficulties that she has to go through
being a single mother.”

Name : CHIA Uen Li
Title : Cluster General Manager, SEA-South
and MacroDistributors
Company : Shell Eastern Petroleum
(Private) Limited

What inspires you the most?
“Passion, commitment and making a difference.”

Name : Nagisa INOUE
Title : Head of Operations Technology
Company : Goldman Sachs Japan Holdings

What inspires you the most?
“To be able to function, contribute and inspire people.”

Name : Firdous JAN
Title : General Counsel, Asia Pacific
Company : Schlumberger

What inspires you the most?

“Variety, Opportunities, Challenges, People and the
satisfaction of a job well done.”

Name : Teresa KOH
Title : Director, Operations
Company : Barclays Capital Singapore

What inspires you the most?

“Knowing that my help is making a positive difference to
someone who is going through difficult times.”

Name : Misaki JINNAI
Title : Director
Company : Deutsche Securities, Inc

What inspires you the most?

“Recognition from others that helps me to be more
innovative and perform better.”

Name : Rena TAN Geok Nee

Title : Manager, Process Improvements,
Malaysia

Company : Standard Chartered Bank

What inspires you the most?

“Being able to make a positive change in the organisation,
regardless of the size of the issue.”

Name : Florence TAN
Title : Senior VP Commercial Banking
Company : HSBC Singapore Branch

What inspires you the most?
“Passion is the key to driving your career aspiration.”

Name : Chie YOKOYAMA

Title : Executive Director, Investment
Banking, Capital Markets Dept

Company - Nomura

What inspires you the most?

“What motivates me most at work is to make the team
happy, to build the sense of trust or union with the team to
improve business performance, and especially to achieve
win-win business with clients and to obtain trust and
appreciative words from them boost my motivation.”

Name : Betty THONG

Title : Senior Manager, Talent and
Organization Performance

Company : Accenture

What inspires you the most?
“The opportunities to learn, to do the best | can and to
work with high performing individuals”

Name : Ruth WONG
Title : Fire Safety Engineer
Company : Arup Singapore Private Limited

What inspires you the most?

“Creativity, doing new things, being challenged at what |
do. | like the feeling of coming to work and knowing that |
have done something worthwhile.”
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Additional Profile Information
Age

The age range of the high potential women interviewed was 29 to 52 years and the average age was 38 years with 75% of
the women below the age of 40.

Educational attainment

The highest level of education for 11 of the interviewees was a Master’s degree, for 11 women it was a Bachelor’s degree
and for two it was a professional qualification.

Marital status

At the time of the interview, seven women were single, 15 were married and two were divorced.

Children

37.5% of the women interviewed had children or were pregnant. For those who had children already, the average number
of children was 1.5. Fifteen women had no children, three women had one child, three women had two children and one
woman had three children. Two women were pregnant at the time of the interview. The age of the children ranged from one
to 24 years old. Of the seven women with children, six of them had one or more who were 12 or younger.

Factors Contributing to Success

The first part of the interviews focused on what the individual women believed were factors that had contributed to their
success to date. The women commented on their personal stories, personal characteristics as well as external factors that
they believed had helped them to be successful.

Personal Lives

Our high potential women came from diverse backgrounds from very poor to privileged, but virtually all of them mentioned
the strong emphasis their families placed on education. These women were encouraged and expected to do well in

school, and they often went to the best schools in their area or even in their country where they attained outstanding
academic results. A number of the women had the opportunity to study or work abroad early in their careers and most of
these experiences took place in Western countries. A number of our interviewees told us how being in a Western cultural
environment helped them to become more independent, outgoing, and motivated. Many women also mentioned very
positive early career experiences where bosses or leaders recognised their potential and provided support and opportunities
for them to develop themselves in different ways. As one manager told us:

“I had a good education background, and with a well laid background, when the opportunities came later in my
career, | could capture them more easily.”

Personal Characteristics

The list of personal characteristics that our high potential women thought were responsible for their success was long
and varied. However, a few key characteristics stood out. Many mentioned that they were inquisitive, loved to learn or try
new things, were curious, and had a desire to know more. In summary, these women see themselves as being personally
motivated and driven.

Eppie CHAN | EMC Computer System (FE) Limited
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For example, one woman said:

“I have a desire to learn; I'm never afraid to ask people questions.”

Another common response was that they were very results-oriented, patient, tenacious, and not willing to give up. As one
manager told us:

“I am not the sort of person that would give up. | think in life we go through situations for a reason; it is a form of
learning and helps us to become more successful people.”

Many women also described themselves as very hard working. This is one example of how it had an early career impact:

“I'm a quite hardworking person. I'm not a workaholic, but | am willing to stay longer, put in more hours and effort
to make sure that my work reaches a certain quality. This had a big impact in my junior days when | was learning a
lot of new stuff. | was willing to go the extra mile, talk to people, read cases, and so forth in order to speed up the
learning process.”

External Factors

In terms of external factors that had enabled success, overwhelmingly, the most important factor cited was the support
from bosses, leaders, or mentors. For many of these women, the mentors were not those assigned by a company or a
programme, but individuals that the women themselves had identified. Often these were current or former bosses. Several
felt that these informal mentors were more helpful than mentors who were formally assigned by a corporate or other
initiative. These individuals acted as role models and provided good advice, introductions, and often opportunities to our
high potential women. As one woman told us:

“Very supportive and caring bosses [have contributed to my personal success to date.] They always exposed me
to the right roles and opportunities at the right time for me to advance to the next level. They understood my career
aspirations, gave me the opportunity to do the right roles and connected me to the right people, giving me visibility.”

Another set of external factors that helped our high potential women was related to networks. Our interviewees learned from
and got support from primarily informal networks of peers, colleagues, direct reports, and even customers. These ranged
from current or former co-workers to school mates and members of alumni associations. One woman told us:

“It is not just about the support from the mentor, but the informal network that the seniors provide is important. It is
easy for me to reach out as | have the connections with the senior leaders in the region who can give me advice,
input, and information that helps me do my work.”

A number of women also mentioned that corporate policies were helpful - but referenced this for different reasons. Some
felt the policies helped them to do their jobs better by providing guidelines on things like ethics or the correct way to do their
jobs. Others were happy that the policies provided for a fair system of performance assessment. A few women mentioned
policies that specifically provided support for women.

Grace CHAN | American Express
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Finally, some women working in China commented that the economic development there was helpful in giving them greater
opportunities.

Future Aspirations

After gaining some understanding of why our high potential women were successful, we asked about their future aspirations.
Our interviewees told us about what positions they aspired to in the future and why, any concerns they had about taking on
a more senior role, and what they thought they had to do to reach the next level.

Aspiring to More Senior Positions

Over 80% of our high potential women aspired to more senior positions such as CEO, CIO, managing director, general
manager, senior leader/manager, and regional manager/leader. The reasons they wanted these higher level positions varied
considerably. Many felt they deserved to be promoted and wanted the recognition, satisfaction and sense of achievement
that would go with it. For example, one woman said:

“l want to make more progress in my career and to be promoted to MD, which is the top level in the organisation, and
have greater responsibility and manage more people in the team. It's a natural progression in my career, and | think |
deserve it. | work quite hard and want to get the reward from doing that.”

Others mentioned that they looked forward to being challenged, to stretching their abilities, and being able to learn more.
A number of women also mentioned that they wanted to move up so that they could be in a position to make a difference or
have greater influence and control. One said:

“I would like to be able to progress to be a CEO... to have experience of various job roles so | can learn more. | think
| have [the] passion in what | do. | also enjoy what | do. When you enjoy what you do, you will want to learn from
people around you and would like to make a difference.”

A number of women also focused on how they could have a positive impact on others and wanted to move up so they
could train other people and help them develop, could act as a role model or be able to inspire and motivate others. As one
woman said:

“My aspiration is to take a senior role in either the regional or business line perspective... | would like to have my
own team of people... | really like to train people, teach people to get work done. That’s how | feel complete and
satisfied.”

Many of the women who aspired to senior positions expressed ambivalence about moving up. Altogether about one-third
of our interviewees were not sure if they wanted to move up further or had some reservations about doing so. A number of
these women were already in demanding senior positions and expressed concerns about work-life balance. These are two
examples:

“I am still struggling with this. | see the possibility of going to a more senior role, but... | need to think about my family,
my parents, and possibly having children.”

CHIA Uen Li | Shell Eastern Petroleum (Private) Limited
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“I am still deciding if | want to get to the next level which is at senior executive level. | am still debating between work
and life because it would take more time at work with higher responsibilities. | am concerned because | plan to start
a family and it would definitely have an impact on work. | already put in 15 to 16 hours a day and don’t spend a lot
of time with my husband during weekdays... [If | do move up,] there will be sacrifice - either work quality or time with
kids.”

Other women were at a crossroads in terms of the direction they wanted to take. Some were happy with their current
positions or felt they wanted a lateral move to learn something new. Others thought they might want to change the field they
were in or even start their own businesses. One woman told us:

“I am clear on the type of role that | want to be in, but which ‘aspect’ | am still thinking through. In terms of the role,
| am clear that | want to be able to inspire and motivate people. | am very clear on 