
Celebration of the new Pilgrim Mothers Book 
by Jane Noble Knight

3 Questions were asked & participants got in to small groups and 
chose which ones to discuss then report back on ...

1. What does feminine leadership look like?
2. How can the way that women do business transform the culture of business?
3. What does it take for women to flourish in corporations?
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Group 1 Phyllis Santamaria:
Question2: How can the way women do business transform business? 
We started by talking about the HOW and the feminine way. Some of the things that we 
came up with for that were:
• using emotional intelligence so that there was a balance between the masculine and the 

feminine. 
• An allowing culture. 
• Being inclusive. 
• Sharing. 
• Collaborating. 
• As a collective, making things happen. 
• Listening. 
• Being supportive – and also owning that there was a need for support.

Then we developed a scale, a balance, and so there was the masculine and the feminine 
and then we started working on some other ideas where we thought it was very important 
– and this is something that we would call feminine – paying attention to what’s 
important. One of the things, as we had the balance between the masculine and the 
feminine, we also said, as one of our group members said, that she felt it was very 
important that beliefs were aligned with the business purpose. She was in one 
business and her beliefs were aligned there with the values and she could work really well 
but when venture capitalists came in, things became misaligned so she had to get out.



Also there is another lovely expression that one of our group members said. There was a 
balance between the spiritual and the earthly. There has to be that spiritual element 
that’s really connected in the business.

• The last thing we talked about was flexibility. There are different ways to a 
goal. We characterised the masculine way of doing that as that there would 
have to be one way. 

• For the feminine, there can be various ways. Another thing that we said in 
terms of the flexibility was this conscious co-creation. I think I expressed 
that when I was talking about that project in India. We were taking a bottom-
up approach because it’s only when you have that – when people feel that 
they are co-creating, it’s going to have sustainability. Another thing is this 
feeling that when you are being flexible, you can also be in flow. 

• And then the final thing, which is a lovely expression, is to dance the 
solution.

Group 2 Emma Ziff:
Question 1 What does feminine leadership look like? 
There was obviously a lot of business within that. We were throwing out lots of words: 
adjectives like authenticity, integrity, accountability, relatedness. Was the question 
about what does feminine leadership look like as in past, as in present, what we would like 
it to look like?

We looked at the difference between masculine and feminine in terms of leadership, 
obviously. 
• There was more intuition 
• Listening to your gut. Making decisions from there, rather than simply what others might 

want in the room. 
• Feeling that you’re a part of something 
• Nurturing and pacing something rather than pushing and being forceful. Nurturing 

things and letting it happen naturally. 
• Asking it to come to us rather than, if you were in a roomful of networkers – say for 

example, more men might go, “Who’s that guy that I’ve got to go and talk to,” rather 
than women allowing people to come and going, “Oh, yes, I was obviously meant to 
meet that woman tonight.” Allowing

• Listening more and sharing and being able to listen to that sharing and what was 
important to other people within the group. Men might talk more ‘at’ people whereas 
women tend to listen as well as give advice

• More structure and more flow, so we’re flowing naturally. 
• Feminine curiosity rather than assertiveness again, and that generosity of wanting to 

listen and be heard
• collaboration rather than being just about the self. 
• Being true to yourself and your values and not necessarily swept by others’ values 

within the group
• Being balanced within while being a leader 
• Contribute as well as being a consumer of life.

Group 3 Lynne McTaggart:
Question 1 What does feminine leadership look like? 
We made a distinction between feminine, not female, leadership and that men could be 
feminine too. It’s just a characterisation of a certain way of being and not necessarily a 
gender. 
We characterised masculine as being essentially:
• the survival of the fittest mentality that can’t show weakness and there is no place for 

weakness. 
• Whereas the feminine quality is much more about asking for feedback, asking for 

direction, asking for anything and it is not being felt a sign of weakness.



Masculine leadership – the traditional kind – is much more about being alone at the 
top, once there you are very much alone: very much like Margaret Thatcher was. She was 
adopting that model. You are shocked to find how disloyal people are or how disconnected 
you may be from the staff whereas:
A feminine way is perhaps something that seeks:
• more consultation, 
• more collaboration, 
• more brainstorming, 
• is less challenging 
• solicits information about how people are thinking, how their employees are thinking/

feeling.
• It solicits questions like a news, questions like “how do you see that working?” 

• We see that male leadership is more about domination – 
• “I need to speak longer, I need to speak better, I need to speak louder”. 
• The feminine is not necessarily about even having to be a leader in front of the room. It 

can be somebody who’s in the back, more the container/spaceholder as Gina talks 
about,.

The masculine authority, the model has always been one of, “I tell everybody what to 
do. I’ve got the authority, I’ve got the big stick.” The masculine way is not only 
competitive but always has to demonstrate at every point that his way/idea is just a little 
bit better. His talk lasts twice as long as everybody else’s whereas the collaborative 
feminine is much more about collaboration and trust and “I got your back and don’t 
worry.”

The feminine leadership is much more about being a facilitator, an ideas generator and  
There is that natural empathy and compassion and emotional intelligence that creates an 
evolution of a process, rather than a results-focus and a results-driven situation. The 
Feminine tries to make it more egalitarian, more spherical, a chalice not a hierarchy, with a 
nominal leader that isn’t afraid of criticism.

We also felt that there needed to be a sense of vision. Maybe this is true of both kinds of 
masculine or feminine leadership, of not worrying about popularity. But also being straight 
– not a games player. That seems to be such an element of the old masculine model. 

Personal anecdote:I weep looking at my eldest daughter who is 23 and works in a big 
company and she’s doing fine but it’s a real ‘knife behind everybody’s back’ culture. It’s so 
dog-eat-dog, she has a lot of emotional intelligence so she can work her way through it 
but I just see that the big problem is nobody is straight and so nobody is honest and 
nobody is open. We talked about that as being our masculine model of business.

Group 4, speaker 1 Margaret O’Keefe:
Q3: how can women flourish in corporations? 
My initial response to this was really quite pragmatic. If women could have the flexibility 
that a lot of women have, for instance in Scandinavian countries, with regards to flexi-time 
and job shares, that men and women have the same rights with regard to paternity, 
maternity and that there is an environment where family is valued by the corporation, 
then it would be more likely to find women sitting on executive boards. Then women would 
then have critical mass, at which point then consciousness would be raised around the 
types of things that you speak to in terms of feminine and masculine forms of leadership. 

I personally have an issue with the polarisation of this terminology in gender-speak 
because I think it’s extremely confusing and very misleading. I know many men who are 
very feminine in the way in which they lead. I know several powerful men who have very 
supportive systems at the top. I know a lot of women who show the worst form of 
masculine behaviour at its extreme. 

I think all of this needs to be decoded and explored in a different way because language 
is very problematic on the subject. That’s my comment.

Speaker 5 Jurate Suvaizdyte:



We also talked about collaboration which I think is the most ingredient in running the 
business or allowing a woman to contribute to visions and to make those visions happen. 
We discussed that we need both male and female ingredients together to make this 
huge impact of what that corporation is trying to make. Not only corporations – we talked 
about society itself, as well. So it goes from corporation to society.

Group 5 Carole Railton Stephanie Beitzel:
Initially we looked at how we could get to where we are aspiring to go to be in corporates 
and things like that. We took some steps back in order to answer the question. We 
consider it a collaborative approach and so I’m just going to introduce it and then my co-
directors (!) are going to follow through.

I’ll give an overview. We looked at how and where and when this starts and how we 
thought there was a division between male and female. We recognise that different people 
have different characteristics and that can be problematic to look at these questions in this 
way and I totally agree with what you (Margaret) are saying.

We saw that one of the issues was when we get to wherever we want to go, we don’t 
necessarily shine a light on ourselves. We just do the job and we nurture and expand 
in our own way, rather than giving ourselves the kudos that we surely deserve for getting 
there in the first place. So my dear co-directors will expand…..

Group 7 Stephanie Beitzel:
The thing that – we didn’t brainstorm the entire array of options that we’ve heard tonight 
but one of the things that particularly resonated with me in this subject area is that of 
women not wanting to court the limelight. Although that has its redeeming qualities, 
a lot of the time, women do need to see role models, as we’ve discussed, and that 
Marianne Williamson quote is so fantastic: If there were more women who were seeking 
the limelight and stepping into the light, then it will actually transform that. We’re 
naturally, as leaders, we do see the potential in others and we are able to draw that 
out, I feel, perhaps more than men can a lot of the time. If we can just shift the mentality 
of, “Oh there’s something wrong with being in the limelight,” and actually really embrace it 
so that young women – women of all ages – can be inspired and realise that’s not part of 
doing it for you. You’ve got to do this for the sisters.

I’ve been involved in social enterprises where we were inspiring teenagers about 
entrepreneurship, looking for people to speak…. Every day, guys would ring up and say, “I 
would like to speak (at your event).”

Once you’ve asked them questions about what their story is, they’ve never had a business, 
their story isn’t that interesting but they just want to get on stage. Whereas a woman 
would ring up and say, “Look, I love what you are doing. Can I volunteer? Make tea? 
Support you?” You ask them, “What are you doing?”
“My company has just turned over £x million. I’ve got a child in a wheelchair. I’ve got all 
this drama but I’m nothing special. Maybe I could come along and organise the name 
tags?!” (!)

It’s that transforming that natural ability of women just to say, “Hey, I’ve got a good story 
and if I don’t get that limelight happening then there are so many other women that aren’t 
going to follow.” That’s what I think we should be doing as a group to transform women.

Speaker 8 Judy Piatkus:
I spoke about when I started my company which was at the beginning of the 80s. In the 
middle of that decade, a woman called Leah Hertz did research into women who ran 
companies and she could not find 100 women. I’m not sure she could even find 50 in 
the UK running their own companies with a controlling shareholding who had a turnover of 
approximately three quarters of a million and a staff of 20. She published her findings in a 
book called The Business Amazons. I know about that because I was interviewed and 
the women who were interviewed for her book spoke under pseudonyms because at 
that time, we didn’t want to shine our light.



Early in the 1990s, I was invited to join a women’s network, International Women’s Forum 
and at that time, the Forum were approaching women in senior, visible positions and they 
could find only a very few. That was at the beginning of the 1990s (just 20 years ago). 

The point that I wanted to make was, in the last 
25 years, there have not been the women to be 
sufficiently visible because it has taken a long 
time for women to go into business, to go 
into professions, to go out there into the 
workplace to learn their skills and to become 
experienced. We all feel very impatient that 
now we have those skills and experience, that we 
are not being appreciated. 

I wanted to just say that the time, in terms of 
history or even in terms of the last century, is 
not actually very long. There is a point to be 
made that we are doing very well and I’m not 
sure I agree with that point but actually, we have 
come a long way in 20 years. I think now, things 
are going to really speed up.

Speaker 9 Harun Rabbani:
In addition to what Judy just said, when I was in 
Birmingham, I interviewed the head of the 
chamber of commerce. Birmingham’s Chamber of Commerce was the biggest in the 
country. The head was a lady by the name of Sue Battle, which is interesting. I asked her 
about the “glass ceiling” and how did she manage to break through…. the chamber of 
commerce is seen as being very stuffy, old fashioned.

She said, “There was no glass ceiling to break through. As long as we women believe that 
there’s a glass ceiling then we’ll want to break through and that’s what holds us back. At 
no point did I ever consider that to be an issue for me.”

Speaker 10 David :
Speaking as a man, I was quite happy to listen and to hear all the perspectives. I think 
that’s really important. I work with women. My mother was a single mother, I’ve had all 
those things around me my whole life so it’s not very difficult for me to be accepting and 
understanding of the female point of view. I’d much rather talk to a woman in a room 
about what’s going on than a man who is going to be boring and talk about himself.

Gina:
I  have a birthday card – and the joke on the front is a woman with a 1950s headset (like 
a switchboard operator). She said, “Would you like to speak to the man in charge or 

the woman who knows what’s going on?” 

Lynne McTaggart: 
The business within it is working more collaboratively. It’s a rare business that is really 
looking at itself outside of its shareholders and outside of its profits and then looking at the 
larger thing. So we’re really talking about, in my view, more of these archetypal ideas of 
masculine and feminine. Not in the small masculine and feminine, inhabited by male or 
female bodies. As you say, we probably need completely new language to work out a 
new way, altogether leaving behind the domination way, to move from the old paradigm to 
the new paradigm. Something like that that just says, look, anybody could have this but it 
was certainly something that women were embracing too as the model. This is how it was 
done…. Margaret Thatcher as we all said.

Phyllis Santamaria:
I think it takes something like 70 years for a paradigm to shift and so there’s this point of 
where it’s introduced and then we start working it through so that there is enough of a 
critical mass for this paradigm to get shifted. I think that we are at that stage now.



Gina:
…… We’re here. We’re in this room now. Jane I’d like to congratulate you for your 
inspiration that lead you to create this wonderful book. The first of several. I think it’s a 
really important movement and I’d just like to acknowledge you and wish you the best 
with what’s going to happen and unfold.
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