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industry are female

Only 1 in 4

The 70:20:10 

The 70:20:10 model for learning and development states 
that individuals obtain 70% of their learning from 
experience. This means in the COVID-19 climate, 
stretch assignments can be given to women to enhance 
their learning and get them ready for future roles. 
Stretch assignments exist everywhere in our current 
environment as we are all being pushed to be agile and 
adapt to new circumstances. Consider how many new 
job duties have been created in your workplace due to 
COVID-19. For women, learning a new area of a 
workplace or an aspect of someone else’s job gives 
employers the ability to do more with less.

Action: Give stretch assignments to women.

Action: Women, put up your hand for new projects.

Action: Encourage and sponsor women colleagues in 
stretch roles or new assignments.

The Kathleen Conlon Rule

At the 2019 AGE Lunch, we heard the 
Kathleen Conlon Rule: you are only ready 
for your next promotion if you have two 
successors in place – one woman and 
one man. This environment where we 
need to do more with less and we need to 
be prepared to take over other’s roles (due 
to self-isolation or illness) means we need 
to have role overlap and knowledge 
sharing. Now is an ideal time to 
implement the Conlon rule.
Distributed management models will see 
multiple leaders taking responsibility for 
business functions. This is the time to 
ensure women are given that opportunity 
to lead.

Action: Apply the Conlon rule in your 
workplace

There is so much uncertainty in our lives due to COVID-19. One element is certain though – we are doing more with less. 
How do we work smarter, not harder? How do we innovate to give great outcomes for our customers within the constraints 
of public health? How do we make better decisions that cover all the issues at hand? The answer is gender diverse 
workforce representation.



What is 40:40:20 
gender representation?

The 20% is viewed as open, it is the 
remaining from the candidate pool. 
It ensures we stay focused on 
advancing gender equity and not 
entering the gender identity 
debate.

40:40:20 is contemporary business 
practice. The target allows a range 
of 40% to 60% of men or women, 
based on the best people for the 
need, with the intention that 50:50 
is the desired outcome.

40:40:20 will deliver real benefits to 
gender equality. It can be coupled 
with other initiatives like 
constitutional requirement for 
chair and deputy chair to be gender 
balanced 50:50 shortlists and, if 
not, why not?

40:40:20
Gender representation of 40:40:20 
(40% women, 40% men and 20% 
undefined) throughout a business 
will enable diversity of thought 
and, in turn, better decision 
making. Ensuring that your 
customer base is represented in 
your management make-up will 
mean their needs are being 
considered.

Action: Evaluate all levels, 
departments, teams - do they have 
40:40:20? If not, why not?

Action: Apply the Conlon Rule 
(“You are only ready for your next 
promotion if you have two 
successors in place, one female 
and one male.” Kathleen Conlon, 
AGE, 2019) and give women 
stretch assignments to build the 
talent pipeline to 40:40:20.

40%
women

20%
discretionary

40%
men

?
Provide Stretch 

Assignments

Nominate women
for new projects

Be vocal about 
womens achievements

Apply the Conlon
Rule for promotion

Evaluate 40:40:20 
at all levelsA
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