
SISTERS SAY IT STRAIGHT!



WOMEN’S DAY SUPPLIED THE SPARK

What better opportunity than Women’s Day to find out what the 
women around me think about being women in the world of work and 
about working with me?

My thoughts along these lines prompted me to ask 14 of the women 
who have worked closely with me over that past decade or so to give 
me some insights into the obstacles they have encountered in their 
careers, what it was like to report to me, as a man, and what I could 
have done better, as a man leading women.

Their responses were an eye-opener to me, so I decided to share 
them with you. I hope the experiences shared here will resonate 
with you and give many of you hope of the triumph of women over 
adversity. For those you who are managers/leaders of women, I hope 
you will learn from the constructive feedback I have received and 
introspect about your own actions that may hinder the progress of 
women. 

Regards
Lincoln

HANNAH SADIKI
HEAD, CUSTOMER CHANNELS 
(DISTRIBUTION), PERSONAL AND 
BUSINESS BANKING SOUTH AFRICA, 
STANDARD BANK, WORKED WITH ME 
FOR ABOUT FIVE YEARS.

PINDIE NYANDORO
REGIONAL CHIEF EXECUTIVE, SOUTH 
AND CENTRAL REGION, STANDARD 
BANK AFRICA, REPORTED TO ME FOR 
ABOUT THREE YEARS WHEN SHE WAS 
MD FOR STANBIC ZIMBABWE AND I WAS 
THE REGIONAL CHIEF EXECUTIVE. IN 
MY CURRENT ROLE, WE HAVE WORKED 
TOGETHER FOR THE PAST THREE YEARS.

ANGELA MHLANGA
HEAD, SA BANCASSURANCE, 
STANDARD BANK, WORKED WITH ME 
FOR TWO YEARS.

KHANYI CHABA
HEAD, RESPONSIBLE BUSINESS, OLD 
MUTUAL EMERGING MARKETS, WORKED 
WITH ME AT STANDARD BANK FOR 
MORE THAN 10 YEARS.

ETHEL NYEMBE 
HEAD, SMALL ENTERPRISE, PERSONAL 
AND BUSINESS BANKING SOUTH 
AFRICA, STANDARD BANK, WORKED 
WITH ME FOR THREE YEARS.

ITUMELENG MONALE 
HEAD OF BUSINESS ARCHITECTURE 
AND ENTERPRISE INFORMATION 
MANAGEMENT FOR PERSONAL AND 
BUSINESS BANKING SOUTH AFRICA, 
STANDARD BANK, WORKED WITH ME 
FOR A CUMULATIVE SIX YEARS.

MITA KOEBE
TRAINEE NLP PRACTITIONER AND 
LIFE COACH AND PARTNER IN A 
PROPERTY FLIPPING BUSINESS, FORMER 
PROVINCIAL HEAD, STANDARD BANK, 
WORKED WITH ME FOR SEVEN YEARS.

SARAS GOVENDER
HEAD, HUMAN RESOURCES, PERSONAL 
AND BUSINESS BANKING, STANDARD 
BANK, WORKED WITH ME FOR ABOUT 
10 YEARS.

MYEN MOODLEY
HEAD, HUMAN CAPITAL, PERSONAL 
AND BUSINESS BANKING SOUTH 
AFRICA, STANDARD BANK, WORKED 
WITH ME FOR ABOUT THREE YEARS.

MARIAN RHEINICKE 
HEAD, RETAIL BANK 
COMMUNICATIONS, BARCLAYS 
AFRICA. PREVIOUSLY WORKED 
CLOSELY WITH ME WHEN SHE WAS 
HEAD, INTERNAL COMMUNICATIONS, 
FOR STANDARD BANK CUSTOMER 
CHANNELS, BETWEEN 2009 AND 2013.
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PORTIA NONDO
A MULTI-FRANCHISEE BUSINESS OWNER, 
WORKED WITH ME FOR ABOUT TWO 
YEARS.

MEET THE SISTERS #12
AMANDA SEBOLAI
DIRECTOR, CUSTOMER EXPERIENCE, 
LIBERTY, WORKED WITH ME FOR ABOUT 
TWO YEARS.

INDIRA BHAGALOO  
HEAD, RETAIL AND RELATIONSHIP 
BANKING ACADEMY, CORNERSTONE 
PERFORMANCE SOLUTIONS (PTY) 
LTD, WORKED WITH ME FOR ABOUT 
SIX YEARS IN HER PRIOR ROLES AT 
STANDARD BANK.

AISHAH AHMAD
HEAD, RETAIL DIRECTORATE, DIAMOND 
BANK PLC, WORKED WITH ME FOR 
OVER A YEAR.
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THE BARRIERS ARE REAL

Khanyi was the contributor who felt the strongest discrimination 
against her gender, especially during the early part of her career.
“I started my career in the construction industry, where it was rare 
to have women in leading positions. South Africa was still in a 
challenged state where even black men did not have a voice in 
the industry, let alone women,” she said.

“I was dominated by my male counterparts, who found it difficult 
to accept that I could contribute meaningfully to discussions and 
the intricacies of construction. Many a time, I would be allocated 
menial tasks that were meant only for women. 

“The harshness of the construction industry was a daily reminder 
that there are stark differences between men and women. 
Construction sites and factory visits were a mission in that there 
were no adequate facilities for women. 

“The mere presence of a woman in that environment meant 
constant questions and doubt as to whether one was capable 
of doing the job or not. On many occasions, I would be offered 
assistance to manage a project, not because I could not perform, 
but because I was not trusted enough to be left alone. 

“It took a lot of hard work to gain acceptance and respect in terms 
on how I could contribute to my work and to construction.”

UNDERVALUED
Sadly, Khanyi didn’t find working in the financial services industry 
that different.

“At the time when I joined it, the bank was also dominated by 
males, especially at senior management level. They were core 
bankers, too. I encountered similar obstacles in terms being 
trusted with major projects. In many instances, somebody would 
be assigned to assist or oversee my responsibilities.  

“The bank was also all about bottom line results: ‘Just produce 
the numbers…’ Colleagues were driven to perform and compete 
purely on business results. Little time was taken to ensure that 
the people issues and behaviour were considered and prioritised. 

“Being a woman in a leadership position, it was a challenge to 
be simply a woman and do what came naturally; caring and 
nurturing. Performance was purely based on technical ability, 
business aggression and winning at the bottom line. Just being a 
woman and bringing a different perspective to leading people and 
managing the business was frowned upon and seen as weak.”  

Itumeleng also experienced being undermined by colleagues, 
before they even knew her capabilities, and being patronised by 
older men.

Hannah echoed the experience of finding it hard to get trusted 
to deliver at a similar level to a man. This was particularly true 
of customers, in her case. Usually, she had been preceded 
by a man in whatever role she took on, and customers would 
imply that, as a woman, she was not good enough to offer them 
solutions.

Indira had a similar experience. She recounted: “I first became 
aware of obstacles faced by females at work from clients, and 
not my organisation. When I was appointed as a Private Banker 
around 1996, I served a predominantly white male demographic. I 
was the most qualified in my immediate team, but I always felt the 
need to establish my credibility in a much more compelling way 
than my male peers had to. I put in twice as much effort as my 
colleagues in order to be recognised as a trusted advisor.”

Portia mentioned that she encountered a general lack of 
confidence in the leadership or management ability of women, 
despite their track records and results. “In my experience, I had 
to prove myself twice as much before I could get the recognition I 
deserved,” she said.

Amanda stated it even more strongly: “Being black and a woman, 
one just needs to embrace the fact that one will need to work twice as 
hard as anyone of another race and three times harder than your male 
counterpart.”

Angela didn’t hesitate to point out that the lower value placed on 
women shows on payday too: “Women, in general, are paid less than 
their male counterparts. Lincoln, you knew this one would come up!”

However, she also remarked that women don’t negotiate well, 
especially when it comes to issues that impact them. “I also find that 
women are not bold to own what they achieve in the workplace. This 
misplaced humility allows others to take the glory, even when it is not 
justified.”

SUBTLY SIDELINED
Aishah pointed out that stereotypes and labels can be subtle, 
unconscious and deliberate. “I have seen and experienced subtle 
discrimination in the way women are treated at meetings. A female 
executive puts forward an idea and it is glossed over. Almost 
immediately, her male counterpart says exactly the same thing and it 
is carried forward. A woman also seems to get interrupted more often 
than a man.”

Saras acknowledged this problem too, saying: “Sometimes, it’s just 
hard to be heard. I’m not sensitive, though. I just plough ahead…”

Aishah also mentioned that a male executive who does well and is 
highly regarded for his contributions is just that: effective. “When 
it comes to women, there are additional labels: you have to be a 
‘bitch’ or ‘tough’ and score low on the likeability scale to be regarded 
as successful. If you are soft spoken or display an ability to inspire 
and motivate others, it appears to take you down a notch on the 
effectiveness scale. If this continues, we risk breeding senior women 
with multiple personality disorders!” she quipped.

Pindie, in contrast, found that there were very few or almost no 
obstacles to women working in Johannesburg, but that in the African 
countries where she has worked, there is a subtle undercurrent 
because many black men still find it challenging to have a woman 
boss. 

“Attitudes are definitely changing, but not as fast as I would like them 
to,” she said. “Some people even find it difficult to introduce me to their 
colleagues or friends or to our customers. They are not quite sure who 
they should say I am!”

Ethel pointed out that even the efforts to advance women have not 
necessarily worked as intended. “When employment equity was 
adopted, some of my colleagues would doubt the credibility of women, 
assuming they were in their roles because of legislation. It took focus 
and determination to survive this period.”

IT’S A JUGGLING ACT
Angela raised the issue that the business world does not facilitate 
structures that allow women leaders to deal with the enormous task of 
raising children once they reach senior levels. 

“Even men battle with this dynamic,” she said, “but it is a bigger issue 
for women. It is relatively easy for a man to persuade his wife to stay 
at home, but it is socially very difficult for women to negotiate this 
support from their spouses.” 

One of the factors that makes this such an issue, she said, is the 
scheduling of early and late meetings. She was not the only one to 
raise this. 

THE BARRIERS ARE REAL CONTINUED

Ethel also mentioned the difficulty of juggling children’s schedules 
with work commitments. “It is understandable that women love 
their children and their work equally, so a schedule that allows 
a mom to drop her children off and still make it on time for an 
urgent early meeting could remove friction.”

Itumeleng, Mita, Hannah, Portia and Marian also raised the issue 
of balancing work commitments with a nurturing role at home. 

Marian particularly highlighted the challenges of needing to take 
maternity leave. “I felt I was losing out on time and opportunities 
because of my pregnancy and being on maternity leave. I also 
had to deal with the insecurities of returning to work and ensuring 
my contribution was felt within a short space of time. This is 
something I grappled with during all three of my pregnancies.”

She added: “Although we strive for the perfect balance, I don’t 
think it can ever be perfect. All I actually have is choices about 
what I choose to spend my time on at a specific point in time, 
based on what is most important to me.”

She mentioned that she finds she is inclined to prioritise the 
needs of others above her own. “I guess it feels more natural 
to give and to sacrifice my own needs when I see it contributing 
meaningfully to the lives of others. It’s a double-edged sword, 
because it can be good, but at times it can have a negative 
effect.”

Aishah summed it up: “Many women start to fall off the executive 
track at some point in middle management, but this is not only 
because of life choices such as a family focus after the birth of 
children.” 

“Stereotypes are often applied to women, who may not even 
be considered as a candidate for certain positions because 
the perceived ‘burdens’ that accompany being a women would 
appear to make them a difficult fit or unsuitable to deliver on the 
assignment. 

“These so called ‘burdens’ or labels include things like the need 
to take time out for family, being the only woman in an all-male 
environment, which creates the need for the men to be conscious 
of being politically correct in her presence, and age-old beliefs 
about women being emotionally unstable or bitchy.

SHUT OUT 

The sense that it is a problem that a woman can’t be “one of 
the boys” was raised more than once. Aishah expanded her 
comments to say: “I have heard women complain about feeling 
left out of the socialising at work, even though I haven’t directly 
experienced this. Humans are social and emotional beings and 
many corporate decisions are subtly influenced by connections in 
the social or emotional realm.

“Many of the after-work social activities are more suited to men 
– sporting events or after-work drinks at bars – which women, 
particularly those with families, find difficult to attend. Thus, 
women often feel left out of ‘the meeting before the meeting’, 
where hearts and minds, personal affinities and subconscious 
social connection play a part in decision-making.”

Itumeleng also highlighted the problem of decision-making 
conversations happening outside of the boardroom, before the 
official meeting, as these conversations happen in contexts 
where women generally are not around. In addition to this, she 
pointed out that men can develop deeper relationships between 
each other without the risk of it being misconstrued. “As a 
woman, one is always slightly a step behind,” she said.

Saras pointed out some subtle ways women are excluded. “There 
have been a few sexist comments, which I generally just ignore. 

Some people are also very ‘touchy-feely’. If I am uncomfortable, I 
move away deliberately.”
Amanda put it succinctly: “Corporate life is generally a boys’ club, so it 
is difficult to make inroads with previously established groups of men.”

LACK OF CONFIDENCE
For many women, making it in this man’s world is made even 
more difficult by their own self-doubt. Myen said: “I think probably 
the greatest obstacles I faced as a woman during my career were 
obstacles I created myself. I did not, during the dearly stages of my 
career, have enough confidence. I was lucky to have leaders who 
worked with me to see my potential and push me to take risks.”

Marian had something similar to share: “I have realised that I allowed 
experiences in my earlier life to leave an imprint on my thoughts and 
how I saw myself as a woman, wife, mother, colleague and friend. I so 
easily became a victim to my negative thoughts and self-doubt. I no 
longer allow this to influence my behaviour. Self-doubt gets turned into 
constructive self-talk.”

Indira also feels she was inclined to trip herself up. “My societal 
norms subconsciously hampered me as a woman driving a career. 
Raised in a small Indian community, I was always cognisant of the 
stigma attached to successful women – they must have ‘slept their 
way to the top’.” I therefore modified my personality and created 
a steel barrier between myself and all male counterparts. It took a 
male leader, Lincoln, to identify this constraint, which prevented me 
from understanding certain nuances. I received coaching on how to 
navigate the corporate jungle while still upholding my values. It stood 
me in good stead as I climbed the corporate ladder.”
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ROOM FOR LEARNING

SPONSORSHIP IS 
ESSENTIAL
Most of the women who contributed to this discussion had a few 
pointers to offer Lincoln, as a man for and with whom they have 
worked over the years.

Hannah offered this advice: “He believed and trusted in the 
women who worked for him and didn’t spend a lot of time training 
or developing them. He also sometimes provided too much cover, 
so that they did not learn by fighting and fending for themselves.

“However, Lincoln cares for his teams deeply and gets involved 
in both their personal and their business lives. He got to know his 
team, which stood him in good stead as a leader.”

Khanyi also had some advice: “Lincoln can be too trusting and be 
taken advantage of unawares. Not everybody means well, and 
he may need to learn who to trust and believe in so that the great 
work he has done is not wasted.”

Itumeleng expressed appreciation for Lincoln not making a big 
deal of individual blind spots, but added: “It would be valuable 
still to be made aware of them. We don’t always have leaders as 
great as him and knowing yourself empowers you.”

Both Angela and Aishah raised the importance of sponsors to 
women in the work environment.

Angela said “It is sometimes difficult for women to find sponsors 
in the work environment to help them land important projects.”

Aishah agreed, stating: “There are so few women in senior 
and executive positions, so there must be commitment and a 
deliberate effort to get them the assignments and exposure 
to build the leadership capability that will keep them on the 
leadership track.

“I find that many women lack active sponsors and succeed in 
executive positions in spite of this. Imagine how much progress 
would be made if this were not the case?”

However, she doesn’t let women off the hook. “Women must 
also be proactive and take control of and responsibility for their 
careers. They must actively seek out sponsors, opportunities and 
learning experiences that will make them desirable candidates for 
the top executive roles. They must also help other women who 
are at an earlier stage in their journey to expand the pipeline of 
women on the executive track.”

IRONY
Indira pointed out that in his quest for fairness and transparency, 
Lincoln sometimes overlooked the vulnerability of women in 
uncharted territory. “I remember the discomfort of a blonde 
colleague having to undertake local market initiatives in 
townships over the weekend. Despite her anxiety, she refused to 
raise her concerns for fear of disappointing Lincoln. He should 
have identified the nuances and addressed them proactively. 
His insights and sincerity would have overcome much of the 
misplaced anxiety in this instance.”

For Aishah, areas of improvement for Lincoln ironically concerned 
addressing his gender neutrality. “As an executive leader, he 
must recognise that a long-term commitment and focus is 
required to actively develop and promote women if gender 
inequalities are to be eliminated. He needs to be more purposeful 
about developing the women in his team, being more aware of 
the areas where they may need additional help, understanding 

the barriers to women getting to the top and getting their views heard 
and incorporated into decision-making.”

She suggested encouraging mentorship and sponsorship for women 
and closely monitoring team and meeting dynamics for gender 
interplays.

The suggestion from Mita was to formalise mentorship programmes 
and to ensure meaningful conversations take place by creating and 
facilitating such a platform, whereas Myen felt Lincoln could maybe 
listen more and be more patient.

However, Pindie said, “I am absolutely convinced that Lincoln does not 
treat his women subordinates any differently from men. The question 
is, should he? I don’t think so! 

“I am not sure, if he were to lead more junior women, whether his 
attitude would be any different and whether it would need to be 
any different. At that level, they would probably have bigger family 
demands, which would maybe entail a different working relationship.”

MISSTEPS
Saras had a less serious suggestion: “Try not calling me ‘big’ when I 
am pregnant,” she quipped.

Marian also lightly touched on this subject, mentioning that she 
stopped eating cake in front of Lincoln after an incident that was 
humorous at the time and that still makes her laugh. 

She also raised the idea of putting stronger structures in place to 
support female leaders returning from maternity leave in managing 
the transition. “This would have a significantly positive impact on 
productivity and engagement levels,” she stated.

Angela and Marian both mentioned his inability to switch off as a 
challenge. 

Marian said: “His dynamic and creative ideas keep no office hours, 
and at times this would encroach on my family time, sometimes 
causing conflict at home.”

Angela pointed out: “As a mother, and a single mother at that, I have 
to switch of completely at certain times after hours. By observing the 
importance of some downtime, Lincoln could reduce the unintended 
stress levels that result from juggling a career and other roles.”

All of the women who contributed to this discussion were in 
agreement that reporting to a man can be a very positive 
experience, if the man concerned is the right kind of leader.

Hannah was impressed by how fairly Lincoln treated both 
genders. “He listened sensitively to the issues women faced 
and created a passion for growing women on all levels. He both 
acknowledged the powerhouse for success in the business that 
women are and built a balanced leadership team in terms of 
gender, race and age.”

Angela concurred. “Lincoln embraced women leaders. I think 
he enjoys diversity. I hardly felt like I was seen as being of any 
particular race or gender. I just felt that I was asked to push my 
own boundaries.”

Pindie said: “Lincoln was fun to work for. He immersed himself in 
all things Zimbabwean and was part of the team. He treated me 
like an equal and found it very easy to ask for my help when he 
needed it. He was also very good in trying to ensure that I was 
looked after financially.

“He remains the first and only South African in the bank to invite 
me to his house for a meal and to meet his family. I feel Lincoln 
is very proud to introduce me to his friends and colleagues as his 
big sister.”

Khanyi found Lincoln a breath of fresh air after her experiences 
of the harsh construction industry. “ Working with and for Lincoln 
was a complete contrast to what I had experienced before. 
Here was a leader who was willing to accept me as a woman! 
He had high regard for my talent and made it his quest to bring 
it to the fore. That is why I was able to find my voice and use 
my dominant nurturing nature to lead and perform my tasks. 
Because I could just be myself, as a woman, we were able to 
produce the best results as a business. Every woman in the team 
felt empowered and accepted.”

PERSONAL TOUCH
She added: “Lincoln had an exceptional ability to understand 
what is important to women, purely based on his commitment to 
be the best possible husband, son, father brother and uncle to his 
family. He brought what he learnt from women at home to work.

“Lincoln believed in the voice of women in the workplace and I 
benefited greatly from his commitment to seeing us win. On many 
occasions, Lincoln opened doors, then let himself be led by the 
women in his team. He would be in the background, challenging, 
holding us accountable, pushing us to deliver our best, but 
always allowing us to shine.”

It’s no wonder she singled out the time when she worked with 
and for Lincoln as “the best days of my working career”.

SENSITIVITY
Ethel noted Lincoln’s sensitivity and willingness to adapt – 
characteristics that are often associated with women, rather 
than men. “He led with great consideration for a cohesive and 
successful team. He took time to notice individual nuances – a 
change in diet, a new hairstyle, key habits…

“Lincoln was also always keen to gain feedback so that he could 
continuously improve leadership competence. He would always 
reflect on suggestions and be prepared to change his behaviour 
to accommodate women.”

FLEXIBILITY
Itumeleng singled Lincoln out as one of a kind. “He does not lead 
like other men do. He is completely relaxed and open around female 
colleagues and able to engage the human being, without labels. He 
has no qualms about taking guidance from team members and is 
extremely empowering. He minimises your inadequacies and amplifies 
your capabilities, which builds your confidence. Lincoln also cares 
about you holistically, not just about the part of you that comes to 
work. At the core of it, his high regard and respect for women makes 
all the difference.”

She expressed particular appreciation for his understanding of 
women’s need to be able to deal with crises at home. “He met my 
frustration about this with such humour that it took away the guilt 
of having to miss work unexpectedly. He gives you time out when 
necessary, and trusts you to work harder to make up for it.”

SUPPORT
Mita said that for Lincoln’s team, work became a home and a fun 
place to be. “I knew my worth and had the comfort of being taken 
seriously, being understood and being accepted. I knew I was trusted, 
even when I wanted to do it my way, which was almost always. I knew 
Lincoln had my back, no matter what.”

For Saras, this is what stood out: “Lincoln is one of the few men 
who just doesn’t care whether you are a man or a woman. He does 
not treat you any differently because of your gender. That’s very 
refreshing. I wish everyone was like him.”

Myen noted: “As a leader, Lincoln inspired me to stretch myself 
and take risks. He also made me believe that anything is possible 
if you put your heart and mind to it. He helped me to develop a 
special understanding of and empathy for other people and their 
circumstances.”

For Marian, Lincoln’s ability to connect with both head and heart was 
remarkable. “There would always be an intellectual motivation in our 
interactions, but there was also always emotional engagement. He 
used anecdotes, analogies and stories that I could resonate with 
to help me to buy into his ideals or to truly appreciate a problem or 
situation.

“I always had the freedom to play with new ideas and to share them 
with Lincoln. Throughout, he made me feel empowered to make a 
difference.

“His wisdom and intuition also helped me navigate challenging 
stakeholder dynamics, albeit not without hitting some stumbling blocks 
from which I could learn. He made me feel that he always had my 
back. I was accountable and responsible, but never alone.

ENCOURAGEMENT
“He also saw potential in me that I didn’t see, offering me an important 
role in 2009 even though I wasn’t sure I was ready for it. He continued 
to create opportunities for me to lead stretch projects.

“The way he always made the team shine, never pursuing individual 
glory, made me want to give and contribute even more than he asked 
of me. I learnt a valuable lesson from Lincoln. He may not always 
have known his impact on others, which has helped me to realise that 
every day, I have an impact on others, not always realising its depth. 
I can only aspire to lead others the way Lincoln has led me. The shift 
it creates in others is remarkable and powerful.”I enjoyed my job 
because Lincoln’s approach was to make your work environment fun.”

LEADERSHIP MAKES ALL THE DIFFERENCE
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Portia also noted that Lincoln’s leadership style explicitly 
developed and empowered women in the business. “He is a 
strong visionary, yet he took the time to understand and help to 
resolve challenges I faced in my role. As my line manager, he 
was always my biggest sponsor and fan. Make no mistake, he 
set high performance standards, but he lived by them himself. My 
best memories are connected with how I enjoyed my job because 
Lincoln’s approach was to make your work environment fun.”

HUMANITY
Amanda was impressed with Lincoln’s ability with people. “He 
knew the name of ever staff member – all 1 200 of them – and 
was approachable and very caring. He taught me that you 
can’t bring your brain to work and leave your emotions or home 
situation outside. You bring your whole self.”

Indira was impressed by the way Lincoln demystified the 
challenge women face regarding their pay grade relative to their 
male peers, driving reward on performance and creating the 
foundation for fairness and openness.

“He also challenged the organisation’s cultural norms 
by appointing more women to his executive team while 
demonstrating strong shifts in business results. He tested my 
resilience, took me on learning paths and provided me with 
business opportunities I never thought possible.

“I always appreciated his ability to balance business needs and 
my responsibilities as an employee, daughter, wife and mother. 
He was always frank, but kind.

“My most positive memory of my time with him is of his generous 
spirit and belief in his team. He was a true transformational 
leader. Because of his leadership style, we respected each 
other as human beings, defined by our contribution and 
not circumstances. He was never afraid to show emotion, 
in celebration of out of despondency. This earned him 
insurmountable respect.

INSPIRATION
Aishah said: “One of the things I like about Lincoln is his ability 
to inspire his team not as a supervisor, but as one human being 
to another. I admire his ability to communicate a clear vision and 
then motivate and empower his people to achieve the goal. He is 
not pushy and doesn’t offer too much advice. He just gets out of 
your way and lets you do it. 

“In a world where employee loyalty is focused on building 
individual careers and lives, and not necessarily a business, 
inspirational leaders like Lincoln will be critical to organisations 
that want to retain their talent.

“Lincoln is neutral in his communication and leadership style – he 
treats you the same, regardless of gender, background, race, or 
socio-economic status. With him, I always felt empowered as a 
human being with talent and dreams who was being encouraged 
to realise my potential. I didn’t view myself as a woman trying to 
make it in finance – a man’s world.”

OUTSTANDING 
ACHIEVEMENT
Ethel said that nothing comes to mind as to how Lincoln could 
have done better as a leader leading women. “He truly put 
himself out there and exposed his key strengths as well as his 
vulnerable side.

“He understood how to maintain the right balance between hard work 
and the true celebration of milestones. He would travel throughout the 
country, giving recognition to a variety of individuals who had placed 
their work first – men and women. 

“There was never a moment that I felt that Lincoln was engaged in 
leadership or managerial practices that would undermine or make 
women feel that they had been done a favour. To him, women were 
individuals first and were not given preferential treatment, but rather 
respect and an unspoken faith that they were able to do what they 
were good at.”

Portia stated: “I believe that Lincoln is a 21st century leader who 
positively influences women empowerment at top executive level. He 
is not afraid to challenge and change leadership ideologies that are 
obstacles to women development.

“I can say with confidence that his excellent relationship with me was 
not peculiar to me alone, as I am aware that he has built very good 
relationships with other women, both within the Standard Bank Group 
and away from the bank.”

UNDERSTANDING
Mita pointed out: “As the traditional home-makers, all women, be they 
single or married, continue to find themselves faced with far more 
challenges in the corporate world than their male counterparts. No 
amount of feminism can counteract this. 

“If we wish to tip the scales, we need to acknowledge this and provide 
women with the assurance that it is okay to be different, because we 
are different. Only women who have been through it all understand 
and can provide the necessary guidance and support.”

Saras echoed this sentiment, saying: “I also want to mention that 
being a woman is different from being a man in the workplace. When 
I was pregnant, I could not do the things I could previously. I just 
could not cope physically with the hours and energy demands. My 
boss, Peter, was understanding and took it in his stride. He reminded 
me that his wife was also pregnant and he understood completely. 
Sometimes, it’s the little things that count. I will always remember his 
consideration and it cemented my loyalty to the bank.

Itumeleng said: “Women bring all of themselves to work, and 
Lincoln works well with them because he not only allows you to, but 
appreciates and leverages that as a leader. It would be so good to 
have more people in the workplace hone the same skill.

Lincoln’s curiosity and ability to relate to diverse groups and cultures 
stood out for Portia. “He has a strong passion for Africa and continues 
to develop a strong African network at a personal and professional 
level,” she said.

Khanyi rounded off the discussion with this accolade: “In all my 
working life, I have never come across a male leader who is such a 
fighter for and supporter of women. He cares about our family lives 
and engages women at the core essence of their being. 

“Many of us continue to be inspired by how he cherishes, respects 
and loves the women in his life – his wife, mother, daughters, sisters, 
extended family, colleagues and the many friends he has kept over 
the years. South Africa and the African continent are richer because of 
leaders like him!”

LEADERSHIP MAKES ALL THE DIFFERENCE CONTINUED

“WOMEN IN LEADERSHIP MUST NOW MOVE ON TO AN ERA WHERE 

GENDER IS NO LONGER A CONSIDERATION. THE GLASS CEILING 

HAS BEEN BROKEN. WOMEN MUST NOW CHARGE FORWARD WITH 

CONFIDENCE AND DISREGARD GENDER DISCRIMINATION. BY 

SHOWCASING OUR FEMININE LEADERSHIP STYLE WE WILL EDUCATE 

PEOPLE ON THE VALUE OF WOMEN LEADERS.” – PORTIA
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