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Domestic challenges and international leadership: a case
study of women in Australian international affairs
Elise Stephenson

School of Government and International Relations, Griffith University, Brisbane, Australia

ABSTRACT
Women in international affairs play powerful and influential roles in
shaping laws and policies, negotiating on subjects of war, peace and
security, and representing national interest. In Australia, women
outnumber men at all levels of public service to executive level
one. Yet, women remain under-represented in more senior ranks
and appear to experience significant challenges gaining
leadership in agencies involved in diplomacy and security. What
are the gendered institutions at play in Australian international
affairs? Using a comparative case study approach, this paper
explores the experiences of senior executive level women leaders
across the Australian Federal Government in four case agencies—
the Department of Foreign Affairs and Trade (DFAT), Defence,
Department of Home Affairs (DHA), and the Australian Federal
Police (AFP). Women’s gendered challenges in international
leadership are not surprising within a diplomatic history that has
often restricted women’s roles based off the ‘appropriateness’ of
sending women as envoys to nations of varying safety and
respect for their status. What is surprising is that women report
greater sexism, discrimination and harassment from within their
own agencies, not from countries in which they are hosted. This
has important ramifications globally on gaining and retaining
women in international affairs leadership.

KEYWORDS
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Introduction

Women stand out as pioneering leaders within diplomacy and security spaces—worlds
traditionally guided by norms of masculinity and occupied by men (Enloe 2014). Yet
women leaders are making leaps and bounds in progressing into roles across various inter-
national affairs agencies globally. In Australia, there are more women in Australian Public
Service (APS) leadership than ever before, more women holding ministerial portfolios
across Australian foreign policy, and more women in other portfolios rising to senior
APS positions. Australia recently made history, appointing a woman Foreign Minister,
Defence Minister and shadow Foreign Minister all at the same time. Australia has a
woman as secretary of our key ministry for foreign affairs, and agencies which have
been historically flooded with men leaders are starting to see near- gender parity in inter-
national appointments for the first time ever. In the last year alone, women diplomats and
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overseas representatives in the Department of Foreign Affairs and Trade (DFAT) jumped
from around 27 per cent of all appointments to over 40 per cent (Department of Foreign
Affairs & Trade 2018).

In theory, Australia’s formal institutions provide many opportunities for women to lead
equally in international affairs and engagement. Australia has comprehensive anti-dis-
crimination legislation, commitments to international standards for gender equality,
and specific governmental, business, and society-wide programs and initiatives for
women’s leadership. Yet, the statistical increase in women’s representation and the
current legislative and policy environment form only part of the picture. Women are
reaching leadership, however compared to men with similar qualifications and experience,
women’s prospects for top appointments are still worse than men’s, a gender pay gap con-
tinues, and their overall treatment as leaders indicates that the sphere of international
relations is not free of continued sexism, gender segregation and covert discrimination
(Australian Human Rights Commission 2012; Conley Tyler, Blizzard, and Crane 2014).
Women outnumber men at all levels of public service (representing 59 per cent of the
workforce) to executive level one (EL1), but despite research changes, women remain
under-represented in more senior ranks and in senior executive service (Australian
Bureau of Statistics 2016). Women constitute a minority of leadership positions in inter-
national representation and are in general stationed at lower levels than their male col-
leagues in executive level (EL) and senior executive service (SES) (and equivalent level
appointments) across defence, foreign affairs, immigration and policing.

Feminist institutionalist theory (FI) indicates that gender is pervasive, and that despite
recent progress, gendered rules and norms continue to impact on women’s overall under-
representation and different experiences within government—because institutions, once
made, are difficult to change (Mackay, Kenny, and Chappell 2010). This may help to
explain why four of Australia’s key government agencies involved in international
affairs—the Department of Foreign Affairs and Trade (DFAT), Defence, Department of
Home Affairs (DHA) and Australian Federal Police (AFP)—continue to remain marked
by gendered differences in leadership despite the significant gains made (Conley Tyler
2016; Conley Tyler, Blizzard, and Crane 2014). Leadership may no longer be dominated
only by ‘old, white men’, but they are still predominantly white, evidencing little cultural
diversity within their leaders. More women may be in evidence, however, they remain to
be chronically under-represented in international positions, and are generally stationed at
lower levels and in lower priority countries (Towns and Niklasson 2017). Agency reviews
may have cracked open the door on decades of discrimination and harassment, but by all
accounts they have not stemmed the flow completely or tackled more insidious forms of
covert discrimination. This indicates that long-term structural change supporting gender
equality within the agencies goes beyond the recent increase in representation of women
across Australian international affairs.

Evans et al. found in their study of six agencies in the APS, ‘no longer can it be argued
that it is just a matter of time before talented women will rise to leadership positions’
(2014, 502). Given this, this paper seeks to shine the light on international affairs agencies
which have been largely left out of the discourse understanding women’s leadership
experiences and opportunities. Through researching women leaders who ‘made it’ into
leadership, this paper seeks demonstrates what it ‘takes’ to be a leader in the field, high-
lighting the institutional rules and norms that continue to affect women leaders (as well
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as how they might have been navigated). A nuanced, qualitative understanding of
women’s leadership provides a deeper understanding for the rapid cultural shifts Austra-
lian agencies are undertaking, and what barriers remain to be addressed in Australian
international affairs.

Using a comparative case study approach, this paper explores findings from a wider
PhD study on the experiences of senior executive service (SES) and executive level (EL)
level women leaders across the Australian Government Department of Foreign Affairs
and Trade (DFAT), Defence, Department of Home Affairs (DHA), and Australian
Federal Police (AFP). Using feminist institutionalism to uncover formal and informal
institutions, this paper argues that gendered challenges continue to effect women
leaders in IR. While women experience gendered challenges within international affairs,
initial findings indicate that their experiences are embedded within their own agencies
to a greater degree than the international contexts within which they work.

Women’s leadership in Australian international affairs

The study of women’s leadership across diplomatic and security agencies is embedded in
individual states. For governance and international relations (IR) scholars, Australia pro-
vides a unique case as a Western middle power in a key geopolitical region of the world,
the Asia Pacific region. Of Australia, Conley Tyler et al. state that ‘women, leadership and
women’s participation in international affairs are still hotly contested issues both domes-
tically and internationally, despite many years of debate’ (2014, 157–158). Evans et al.
(2014) find a stark absence of empirical studies on women leaders in the field of Australian
public administration, an absence even more evident within portfolios associated with IR.
This complements the paucity of research on women’s leadership in IR globally, which is
both ‘under-rated and under-examined’ (Danspeckgruber 2010, 3). Successful cases of
women leaders tend to be overlooked, and many organisations know very little about
women’s pathways to leadership or how women leaders are actually faring (Shoemaker
and Park 2010). This raises key issues for the attraction and retention of women leaders
as the need grows for inclusive, representative, and innovative leadership in the era of
mass technological, social and environmental change (Australian Public Service Commis-
sion 2017).

Feminists have highlighted links between masculinity and power in IR (Campbell 1992;
Cohn 1987), characterising states as like humans—with the weaker more often associated
with the feminine (Sjoberg 2011). IR theorists, from realist and liberal perspectives, have
also begun to concern themselves with questions around differences in actions and
influence between men and women, as well as what are the dynamics of women’s roles
in international organisations and international decision-making (Danspeckgruber
2010). Neo-institutionalist sociology and constructivist IR approaches which centre on
the rise and diffusion of norms internationally have gained traction in a field historically
dominated by rational/materialistic perspectives of what gets done and how (Ackerly,
Stern, and True 2006; Chappell 2010). Growing theoretical questions across the IR spec-
trum require much-needed empirical evidence, and thus remain a recognised gap within
the field (Chappell 2010; Danspeckgruber 2010; Enloe 2014; Hudson and Leidl 2015).

Research on women’s experiences of leadership is critical to understanding the status
quo of women’s employment, understanding opportunities and barriers, and presenting
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recommendations for policy and institutional change to support equality and better lea-
dership. The focus on Australian agencies in international affairs as the centre of research
is premised upon New Institutionalism’s belief that institutions ‘matter’. As March and
Olsen state, ‘the organisation of political life makes a difference’ (1983, 747). Within dip-
lomatic and security institutions historically, women’s involvement in international diplo-
macy, decision-making and negotiation has been in largely unofficial and supportive roles.
Considering that women’s exclusion from both diplomatic and security roles was legiti-
mised through law (marriage bar) and policy (hiring policies), this raises interesting ques-
tions as to if and how institutions have changed with women’s increasing presence,
particularly given that once institutions are created, they are often seen as difficult to
change or modify (Mackay, Kenny, and Chappell 2010). As Enloe states,

[c]hanging the formal rules of any institution is only the beginning of its gendered transform-
ation and, by itself, is no guarantee that the institutional culture will become significantly less
patriarchal. (2014, 125)

While not forming part of official overseas government representation, ‘diplomats’ wives
played important roles as administrators of events and facilitators of communication’
(Neumann 2008, 674). Contemporarily, women’s involvement in international insti-
tutions themselves has strengthened, heightening interest and relevance in studying
how the agencies’ informal and formal institutional rules, practices and processes affect
behaviour.

US and EU-based research on women in international peace and security careers finds
that the workplace culture for women in government agencies has changed for the better,
and more women in leadership are evidenced (Shoemaker and Park 2010). Yet, women
often do not get the support they need, and the organisational environment is experienced
differently depending on gender. As the decades progressed and women’s representations
improved, a theme of social isolation has remained, with women often possessing weaker
social networks important for career progression (Connell 2009). Women are still
excluded from widely evidenced ‘old boys clubs’ and networks that are depended on for
information, rumours, social support and support for new job postings (Neumann
2008; Towns and Niklasson 2017). Neumann (2008) also noted that once tokenism had
given way to mass recruitment of women into international representations, homosocial
interaction between men increased, to the exclusion of women. This is not helped by
the fact that women are often horizontally segregated, restricting them to particular
policy portfolios (Shoemaker and Poire 2014).

Literature on career advancement in the US public service found that: there remains a
clear vertical segregation, a gender pay gap, and men were more willing to self-promote
and negotiate their terms; there was a lack of quantitative data on salaries, resulting in
difficulties negotiating income; and that it was difficult to negotiate flexibility for family
(Shoemaker and Poire 2014). In Shoemaker and Poire’s (2014) study, because of their
minority status, women would self-censor, which had a detrimental impact on their visi-
bility and career advancement. While women view mentors as vitally important, they often
do not get as much out of mentors as men, women mentors are often not found at more
senior positions than themselves, and access to leadership development options are
lacking (Shoemaker and Park 2010; Shoemaker and Poire 2014). Overall, the level of
work-life support varies considerably for women in international affairs globally, with
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inconsistent policies regarding family leave and flexibility, and inadequate maternity and
paternity leave.

These trends seem to extend to Australia. Conley Tyler, Blizzard, and Crane (2014)
begin to analyse the scarcity of women in Australian international affairs, finding four
main explanations accounting for the lack of women leaders. These include: a legacy of
direct discrimination; continued indirect discrimination; inadequate support for work/
life responsibilities; and socially constructed gender norms. As Conley Tyler et al.’s
study is one of the only studies to consider the experiences of women leaders in Australian
international affairs, accounting for women’s experiences of leadership remains a major
gap in the literature.

Theory

This paper is centrally concerned with understanding roadblocks emerging from
women leader’s experiences of international relations across Australian international
affairs. Within this paper, the FI framework is concerned with the roles and experi-
ences of women within the four case agencies, as well as agency policies and wider
laws and norms, and the relationship that these institutions have with actors—the
women occupying diplomatic and security leadership positions. This position shines
a spotlight on power and resources, what it ‘takes’ to be a woman leader within a
multi-tiered context whereby diplomatic norms, societal norms both at home and
abroad, and agency norms all affect the individual in or aspiring for leadership. It
implies that no location within international affairs, society or the agencies is
‘gender-neutral’—rather, they are all inherently gendered which impacts on who can
occupy leadership, how they will be received, and what will be their experiences and
outcomes within international diplomacy. These women’s leadership is therefore
both deeply personal and inherently public. They are both themselves a woman
leader by their identity, and the face of Australia by their role (Conley Tyler 2016).
Their experiences are not only felt individually, but are inextricably entwined with
their agencies’ and Australia’s presence within the world.

Women now operate in a context whereby equal employment opportunity policies are
enshrined within their agencies, anti-discrimination measures are instituted in law, and
foreign policy appears to be taking a distinctly feminist turn with the recent introduction
of gender equality strategies across all international affairs agencies studied and the asser-
tion in the 2017 Foreign Policy White Paper that ‘Australia’s foreign policy pursues the
empowerment of women as a top priority’ (Commonwealth of Australia 2017, 43). Yet,
women are clearly still facing barriers to leadership, with women in no agency studied
yet leading equally, or experiencing leadership without gendered challenges. Institutional
rules guide what is recognised as leadership, and whom occupies positions of leadership.
Using feminist institutionalism (FI) to unpack women’s experiences therefore allows us to
understand ‘the gendered aspects of the norms, rules and practices at work within insti-
tutions,’ and how these institutions or rules might inhibit women’s progress or experiences
of IR leadership (Mackay, Kenny, and Chappell 2010, 573). As Mackay, Kenny and Chap-
pell state, ‘both the specific influence of informal institutions and the interplay between
formal and informal institutions are often under-theorized and underplayed in empirical
studies’ (2010, 576).
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The challenges of working in international affairs agencies have rarely been interpreted
or expanded upon, and so this paper starts by providing context on some of the challenges
involved in operating in international representative roles before theorising how gendered
institutions may be impacting upon women’s experiences. As a broad introduction to the
experiences of women leaders across varied agencies, the paper concentrates on the simi-
larities in experiences across the agencies, with further research anticipated to expand
upon elements of leadership and their differences in greater depth.

Methodology

This paper forms part of a wider PhD study into the wider demographics, pathways to and
experiences of women leaders in Australian diplomacy and security agencies. An intersec-
tional feminist approach guides this comparative case study of four Australian govern-
ment agencies—the Department of Foreign Affairs and Trade (DFAT), Defence, the
Department of Home Affairs (DHA), and the Australian Federal Police (AFP). To date,
over 30 in-depth qualitative interviews (out of a total of 40–60 sought) lasting one to
two hours have been undertaken with women leaders in executive level (EL) and senior
executive service (SES) level leadership within the case agencies.

A semi-structured interviewing technique was used to draw out qualitative data on the
career paths and experiences of the women leaders. Semi-structured interviews were
chosen because of their capacity to provide insights into how the research participants
viewed the world and their experiences (Bryman 2012).

Participant criteria included individuals that:

. Identify as a woman (research is open to both cis-gendered and trans* women)

. Are employed by one of the four case agencies

. Are currently or have been internationally deployed within their agency

. Are currently or have been in an executive level (EL) or senior executive service
(SES) level position, or equivalent

Across the four agencies, women’s roles internationally vary across portfolios, rank,
duties, and type of work. While not all would be comfortable or feel represented by the
word ‘diplomat’, by virtue of their international representation of Australian interests,
values and government overseas, their roles are inherently ‘diplomatic’ and involve
highly developed skills of diplomacy. At the heart of it, diplomacy is understood as a
‘set of assumptions, institutions and processes for managing international relations peace-
fully’ (Aggestam and Towns 2018, 3). Rossetti characterises the traditional role of diplo-
mats—‘to provide information about their host country and report timely and reliable
information about developments in their host countries’—as changing, expanding with
new forms of public and informal diplomacy (2015, 286). Alongside this change is
shifts in the prestigious, elite status of diplomacy—while the art of diplomacy has tra-
ditionally been steeped in prestige and privilege and viewed only as the purview of
DFAT, the notion of ‘the diplomat’ is being challenged and extended to new roles and
agencies (Rosetti 2015).

To protect interviewee anonymity, participants are identified in the text as only as ‘Par-
ticipant #’. Interviews were transcribed and analysed thematically. Data from qualitative
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interviews auspices data gained from Australian Public Service Commission (APSC)
reports and information, agency websites, press releases, employment policies and
reports, and information from related Acts of Parliament. Rather than presenting a stat-
istical breakdown of factors effecting women’s experiences and representation, this paper
identifies emerging themes by coding the transcript data according to the research ques-
tion around how gendered institutions effect women’s experiences of international affairs,
and therefore their under-representation. Themes were evaluated for both internal and
external homogeneity, described respectively as the extent to which data coalesces in a
meaningful way within each category, and the differences between categories being ident-
ified as bold and clear (Baumgartner and Schneider 2010). As the primary focus of this
paper concentrates on the similarities in experiences across the agencies, only themes
which are similarly experienced across the agencies are canvassed here.

Case agencies were chosen based on:

. size, representing the largest APS and government agencies involved in international
affairs

. whether international engagement was part of their core activities

. whether senior executive leaders were part of international deployment and/or
representation

All agencies are at a federal level of government and were chosen as the core agencies
responsible for maintaining sovereignty and national interest through their respective
portfolios—foreign affairs, border protection/immigration, defence and policing All
agencies have high profiles publicly and operate within contentious and fluctuating
environments requiring planned foresight for maintaining national interests and the
ability to adapt quickly to changing international priorities and circumstances. Contem-
porarily, agencies are characterised on a continuum from heavily militaristic (Defence),
to para-militaristic (AFP and DHA), to more bureaucratic (DFAT). It is noted that
these agencies have changed over time, notably the organisational culture of DHA
which has moved from a more bureaucratic to a more para-militaristic culture. While
not able to be fully expanded upon here, agency structure has specific implications for
women leaders, with a degree of hierarchy and structure often contributing to instances
of sexism and discrimination due to power differentials between individuals (McGlen
and Sarkees 1993). These are also agencies which have generally been deeply steeped in
gendered norms around male physicality and enforcement, with leadership within these
agencies characterised by strength, action, authority, and male agentic attributes (Enloe
2014; Tickner 1992). In the case of both the AFP and Defence, recent years have high-
lighted considerable gender discrimination and sexism which marks these agencies as
experiencing specifically embedded gendered challenges.

Further to agency structure, the case agencies are characterised by differing levels of
women in leadership in international representation: near parity (DHA) and (DFAT),
minority (AFP), and severe minority (Defence) (see Figure 1). Near parity is characterised
as between 40 and 60 per cent women; minority is between 20 and 39 per cent women; and
a severe minority is characterised as below 19 per cent women. The bureaucratic-militar-
istic structure of the agencies is almost directly correlated with their current levels of
women in leadership, with women in DHA and DFAT (the more bureaucratic,
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professionalised agencies) representing 47.5 per cent and 42 per cent of international
leaders respectively, AFP representing 29 per cent, and Defence 18.8 per cent (correlating
with their status as more enforcement-based and militaristic). This correlation is particu-
larly noted given that DHA’s current para-militaristic/enforcement culture is a recent
phenomenon, with the Immigration arm of the agency previously a more compliance-
based bureaucratic agency. It was only recent changes that have signalled its new para-
militaristic culture: the merger of Customs (enforcement agency) and Immigration in
2013, and; their merger with Border Force (another enforcement agency) in 2017/2018.

While time-comparison data on international deployments is not available for DHA,
the changes that have brought women in DFAT to represent 42 per cent of overseas repre-
sentative roles is directly correlated with the establishment of the Women in Leadership
Strategy which delineated a target of 40 per cent women in these roles by 2018. The
jump from women as 17 per cent of overseas representatives to over 40 per cent occurred
in the space of a year whilst this research was being undertaken. It is therefore clear that
the formal institutional change in policies has already made an impact on women leaders.
Yet as the discussion later finds, informal challenges continue to affect women leaders,
highlighting that institutional gendered change goes beyond the formal and statistically
measurable level of women’s representation in leadership.

The ‘distinctive way of life’ that characterises international deployments cements the
participants and their case agencies as part of organised, enduring groups charged with
representing Australia’s security and diplomatic interests overseas (Angrosino 2007, 1).
Employees who are internationally deployed with the four case agencies are required to

Figure 1. Agency Breakdown by Percentage of Women Leaders in Overseas Representation (Australian
Federal Police 2019; Department of Foreign Affairs and Trade 2018; International Policy Division 2017;
Strategic Research and Communications Division 2019). DHA data refers to SES1, EL2 and EL1 leaders
based in overseas posts; DFAT data refers to high commissioners, ambassadors to country and to inter-
national governance organisations, deputy heads of mission and consul-generals; AFP data refers to
staff based in international operations; and Defence data refers to defence attaches.
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have a whole-of-life commitment to their jobs, due to many circumstances of their inter-
national relocation. Further, all groups of women leaders studied are characterised by their
access to deployment allowances and requirements regarding overseas conditions of
service (see: Australian Federal Police 2018; Australian Public Service Commission
2018; Department of Foreign Affairs and Trade 2017; Department of Immigration and
Citizenship 2011). The case agencies have sufficient shared goals around maintaining Aus-
tralia’s national interest and security, yet also have clear differences in terms of levels of
women in leadership and policy development for supporting gender equality. While
DFAT, Defence and the AFP have been previously studied to varying degrees, all case
agencies are missing qualitative, empirical evidence on women’s positions within the
agencies, more so with reference to their international representation.

Experiences of women leaders

With the increasing pressures of an interdependent world, cross-border issues such as
climate change, and also increasing nationalism, the power of leaders in international
affairs has become more magnified and decisions made must take into account myriad
competing pressures. As a result, McGlen and Sarkees note that foreign policy elite
have come to be seen as ‘more dominant, prestigious, and exclusive than perhaps ever
before’ (1993, 1). Australian international affairs is no exception, with most agencies
studied growing in size and strategic importance in recent years. Coinciding with this,
all studied agencies have issued new or reinforced commitments to gender equality and
removing barriers to participation for women within their agencies. The Australian
federal government recently completed the largest expansion of the diplomatic network
in the last 40 years, coinciding with the recent launch of DFAT’s first Gender Equality
andWomen’s Empowerment Strategy andWomen in Leadership Strategy (Commonwealth
of Australia 2017). Defence spending pegged to increase to two per cent of Gross Domestic
Product (GDP) by 2020–2021, indicating substantial increased investment alongside the
portfolio’s growing strategic importance (Commonwealth of Australia 2017). The past
few years have seen a number of reviews into Defence treatment of women, including
the Australian Human Rights Commission’s Review into the Treatment of Women in
the Australian Defence Force. For DFAT and Defence, these gender equality activities
have been explicitly part of Australia’s bids for places on the UN Security Council and
Human Rights Council.

For DHA and the AFP, the recent merger of a number of portfolio agencies under the
newly created Department of Home Affairs has seen the agency grow to represent 15 per
cent of total staff in the APS. DHA is one of two agencies studied with near-parity in inter-
national representations at EL levels and a significant majority of women in its total work-
force, recently implementing the Gender Equality Action Plan 2017–20 to aid in the
transition to a more diverse and inclusive workforce. Further, the AFP Commissioner
has committed to achieving a 50:50 gender balance within the next decade, heralding a
range of new strategies to increase women’s overall representation and their represen-
tation in leadership. As of 2014/15 the AFP’s International Operations group released
its first Gender Strategy, now in its second iteration, which showcases their contribution
to empower women and girls and support gender equality (Australian Federal Police
2015).
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Acker (2012) argues that despite social progress for women’s representation, laws man-
dating equality and large movements of women into the workforce, women continue to be
marginalised in leadership and experience differential treatment due to enduring insti-
tutional rules—organising processes, organisational culture, interactions on the job, and
gendered identities. While Acker acknowledges that there have been many changes over
the past few decades, including the introduction of Affirmative Action and Equal Employ-
ment Opportunity policies, as well as more women, sexually and culturally diverse people
in positions of leadership, she argues that inequality continues to be perpetuated in more
‘invisible’ ways—highlighting the existence of informal institutions which may be continu-
ing to constrain women leaders despite new formal institutional changes in the shape of
aforementioned policies and strategies. This is consistent with the overall nature of inter-
national representation in Australia—while women’s representation is improving in inter-
national affairs, this progress masks pervasive gendered differences which continue to
impact on women’s pathways to and experiences of leadership.

Challenges in context

Diplomatic and security representatives across the four case agencies exist in a challenging
environment, undertaking challenging roles, for both men and women alike. The Austra-
lian Public Service Commission (APSC) states that:

Australian officials overseas are seen at all times as representing Australia both in the per-
formance of their official duties and in the manner in which they conduct themselves as
private individuals. Regardless of their official roles or responsibilities, their status as
foreign officials means their actions will be subject to greater scrutiny and public interest
than they would be at home. Australian officials abroad may also face dilemmas in the
area of personal conduct which do not arise in Australia—whether in social, cultural,
financial or personal settings. (APSC 2018, para 2)

International representative experiences are characterised by a need for a high level of
mobility; ability to work independently of the agency headquarters, representing both
the agencies’ and Australian national interests; and requirement for high level of executive
decision-making on important national topics spanning a wide range of issues, both inside
and outside their particular area of expertise. One DFAT participant sums up the experi-
ence of being an international representative:

It’s hard not to generalise about the challenges but in my experience… probably for a third of
the time you’re offshore you’re doing things that are completely beneath your dignity that
you wouldn’t do at home…A third of the time you’re doing things for which you utterly
underpaid for - all of the sudden you’re representing your country in a subject matter
where you have not been briefed, you don’t have personal expertise, but you have to kind
of find your way through to a kind of policy position which is logical and coherent, and
which you know you’re not going to get pilloried for back at home. And then, the other
side of it is probably doing things that are at the sort of level that you would expect to be
operating at, management of staff and leadership, and interaction with host government
agencies at whatever level is appropriate. (Participant 1, DFAT, 4th May 2018)

Further to general challenges experienced by all international representatives, there are
gendered differences in experiences of international representation. For some aspects of
life, particularly surrounding family responsibilities, international representation does
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not appear to challenge or change many barriers experienced by women leaders domes-
tically. Rather, the gendered challenges faced by women, such as the ‘double burden’ of
work inside and outside of the home, are often translated directly to their international
environment. Van Krieken et al. state,

the division between the public and private spheres is becoming less rigid with women’s
increased workforce participation… the effect of that within family life seems to have
been to produce a ‘double burden’ for women, rather than dramatically changing either
the domestic division of labour or the power relations between men and women. (2010, 125)

As one AFP participant noted, ‘leadership challenges I believe are exactly the same as in
Australia as they are offshore’ (Participant 3, AFP, 21 June 2018). Family responsibilities
do not tend to go away regardless of international relocation. In some cases, they may
intensify as representatives are away from wider social networks and family for support,
and have to negotiate new schooling and medical systems. In other cases, the presence
of domestic help may work to reduce domestic workloads. However, women tend to
still spend more time on domestic labour than their male counterparts, resulting in chal-
lenging individual circumstances for participants. There was a tendency for many of the
participants to experience international deployments alone—either because their role was
unaccompanied, or, because their husband (and in this case, it was always a husband) did
not accompany them on their posting in order to follow their own career at home or look
after the family. One participant from DFAT comments that:

on my first posting I was single but by the time I went on my second posting, I had two chil-
dren…my children were one and three when we went to Mexico and my husband wasn’t
there… I had the children with me, so I think there were all sorts of challenges there… tra-
ditionally it’s been more likely or common for the female spouse to follow the male rather
than the other way around. One thing I noticed when I was filling my two head of
mission postings, most of the male heads of mission had spouses with them, several trailing
spouses, whereas none of the female or very few of the female heads of mission did - so for
example when I was in Brunei, I had two female colleagues. There were two Chinese ambas-
sadors while I was there, and the Filipino ambassador was also a woman, and none of them
had their partners. (Participant 3, DFAT, 18 June 2018)

On-going family responsibilities, often undertaken alone or as their primary responsi-
bility, are combined with a level of work-life support that varies considerably for
women in international affairs, with inconsistent policies across the agencies regarding
family leave and flexibility, part-time work, and maternity and paternity leave. While
most women spoken to do have children, the choice of when and how to have children
was specifically planned around international postings. This is a marked difference to
earlier international studies such as Morin’s study of 50 years of diplomacy in the US,
which found that almost no women studied had children—a deliberate choice ‘con-
vinced they could not have both’—and suggests that formal institutional changes,
such as the introduction of childcare in 1996 by DFAT, may be beginning to change
women’s opportunities around family and careers (1994, 26). In most cases, women
did not undertake deployments during ‘critical’ schooling years, generally high
school, yet most noted that these same considerations were not always made by
their male colleagues, whom frequently deployed offshore at any stage of their life
and career. One participant notes that:
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We found, in the AFP that you’re at certain stages of your life [when you undertake inter-
national postings]…with females in particular, it’s very rare for them not to be the
primary care giver, if they’ve got children… Single mums, married, divorced - it really
does not matter. The focus on that first 10 to 15 years is on the children, they can still
have a career back home and they can be on the upwardly mobile, but will they deploy
offshore to leave their children home? No. (Participant 4, AFP, 21 June 2018)

Despite the participants’ roles and the challenging requirements of their international
work, it was very rare for them not to be the primary care-giver, which was only the
case in less than 10 per cent of cases. Of this, Towns and Niklasson note that ‘the combi-
nation of life as a Foreign Service officer and marriage (especially with children) continues
to be particularly problematic for women’ (Towns and Niklasson 2017, 538). It is rare for
men overseas representative on the other hand to be the primary carer—marriage and
children is less of a barrier to international deployment (McCarthy 2014; Morin 1994;
Towns and Niklasson 2017). Towns and Niklasson argue that:

When women shoulder more unpaid care and household responsibilities than men, this may
affect the number of hours at work, ability to work overtime, ability to take on certain tasks,
and other factors that may influence career advancement. An unequal division of family
responsibilities may lead to female diplomats being held back, having more difficulty reach-
ing ambassador positions in general and the prestigious ones in particular. (2017, 526)

The practical considerations involved in relocating to a new country implies not only
greater stress and challenges for women that men do not necessarily experience, but
there also appears to be greater challenges to do with how flexible that work can be.
For a number of agencies, flextime is not permitted to those stationed in overseas posts,
which has specific gendered affects given that women still do the bulk of domestic
labour. Specific policies prohibiting this were found for DHA and DFAT. Despite this
and DFAT prohibiting part-time work on posts, flextime remains a challenge as individ-
uals seek employment standards they are used to domestically, for work which has differ-
ent demands internationally. This is particularly so for diplomacy and crisis situations,
where functions, events or crucial meetings may need to take place outside of 9-5 standard
work hours. Further, to communicate with staff back in Canberra, extra-ordinary work
hours may be required. This presents a challenge to workers, particularly those with
families, who may need time at home to raise children, settle them into new environments,
spend time with spouses and experience life outside of the job. While many participants
commented that the autonomy of the role and ability to work in smaller teams gave greater
informal flexibility, when this was combined with the nature of the work and the lack of
some forms of formal flexibility they would get at home it created an environment
whereby the challenges of representation are specifically gendered.

Justifying the expense of flextime or part-time work to tax-payers is a real concern with
the average deployment in DFAT costing around $400,000+ a year. Yet the norms of
diplomacy and international representation, particularly with the rise of representation
of women and other agencies across international affairs, is changing. Where diplomacy
was once regarded as an individual’s whole life and identity, with junior diplomats
often living in the same house as the chief diplomat and social life and work life bound
up in one engagement, this trend is increasingly a vestige of the past (McCarthy 2014).
Regardless, representatives across all agencies noted a kind of informal ownership by
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their agencies when they deployed offshore—there were expectations that they were there
to do a job, no matter the hours or what it took.

DHA’s listed Enterprise Agreement on its website from 2011 to 2014 (but still in effect)
states:

The Secretary may approve the payment of the period of 12 weeks maternity leave and two
week period of ‘additional maternity leave’ over a period of 28 weeks, that is providing for
employees to take this leave at half pay (with the exception of employees on overseas postings).
(italics added, Department of Immigration and Citizenship 2011, 49)

Participants noted that there were many improvements in terms of pregnancy and child-
birth on deployment, yet there are still clearly differences in access to supports overseas
compared to domestically. While government spending on maternity leave for deployed
women may not be desired or palatable, the lack of equal support across international
and national representations is gendered and may discourage women from applying for
international posts in the first place (regardless of whether they choose to have children
on deployment or not), which has gendered flow-on affects in terms of career progression
and later opportunities.

There are further formal institutional barriers which may work to constrain women’s
leadership and impact on their experiences in international representation. AFP staff
can be involved in two types of international deployment: in the international network
or in capacity development. In the international network staff can be accompanied by
family and remain gainfully employed by the AFP. These posts are generally occupied
by staff with spouses and children who are attracted by the benefits of on-going employ-
ment within the agency, and spousal benefits. In capacity development, roles are unaccom-
panied with no spousal benefits. Less women are involved in these posts as it is not seen as
a good career move to advance their career. This is predominantly because staff are not
gainfully employed by the AFP and may have to leave whatever position they are in,
suggesting effects on superannuation and accrued leave. This has gendered affects, with
women accruing an average of $120,000 less superannuation over their lifetime than
men (Association of Superannuation Funds of Australia 2017). Even though these jobs
may have low desirability for women due to these challenges, these early opportunities
for international exposure are important for gaining offshore postings later down the
track:

Have you deployed offshore? Have you done the hardship postings? Have you actually gain-
fully progressed the AFPs, wants and needs offshore? Yes, it is a tick in the box [for gaining
more senior roles later]. (Participant 4, AFP, 21 June 2018)

The above trends and broad context on women’s international representation indicates
that institutions across family and agency appear to continue to have gendered effects
on women’s leadership, often adding challenges and stress to what is already a challenging
and stressful role. How the women managed to overcome these challenges was a mix of
strategic choice (for instance, particularly timing around childbirth and rearing), wide
formal and informal social supports, and hard work, often exhibited as the ‘double
burden’ of combining high-level diplomatic work and primary caring domestically.
While this research has focused on women who have ‘made it’ to leadership despite insti-
tutional barriers, their experiences highlight enduring sites of inequality which may help in
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understanding women’s wider under-representation within international affairs. The
themes do correlate around what we might expect to find, of societal, organisational,
and individual challenges (McGlen and Sarkees 1993), yet they are also more nuanced
by that, with sites such as the field of diplomacy, which is largely recognised as masculine
and male dominated (Enloe 2014), and post countries, with different gender norms and
expectations of leadership also significant. It is within this context in which international
affairs leaders operate that the institutional gendered practices of their agencies meet inter-
national politics and their specific hierarchies and gender practices. According to much of
the literature, it is the gender norms of these international domains which many agencies
of foreign affairs have rested their exclusion of women on: certain country postings were
deemed ‘unsuitable’ for women on the basis of safety or that they would not be able to
negotiate and represent their countries interests properly, or may even be disregarded
entirely, damaging relations (Dee and Volk 2007; McCarthy 2014; Morin 1994).

Challenges: international context or agency-based?

Beyond the broad challenges of operating in international environments and how these
may continue to be specifically gendered, emerging themes from the first group of inter-
views indicate that women report more and worse gendered challenges from their Austra-
lian government departments than their host country and counterparts where they were
posted overseas. These gendered experiences mostly revolved around informal institutions
that allowed systemic sexism, unconscious bias, and discrimination to affect women’s
experiences and careers. While there were still examples of gender discrimination and
sexism internationally across participants’ experiences, participants were quick to note
that the most entrenched sexism they experienced was within their home agency, rather
than as a result of being based in their host country which may have its own gender
regimes and politics different to Australia.

The significance of this finding goes against decades of pushback from agencies to even
include women in international representation in the first place. With women’s suffrage
and the increased pressure to include women in public positions of leadership that have
come with the last decade, so it became harder to maintain diplomatic spheres as bastions
of male domination without having reason to do so. Historically, women occasionally
served in formal diplomatic roles, particularly when royal courts reigned supreme, yet
their influence is largely documented only through their informal representation (as
wives, maids, and hostesses) (McCarthy 2014). During the nineteenth and twentieth cen-
turies, as the focus of diplomacy became more professionalised and bureaucratised the
exclusion of women from international affairs became deeply institutionalised—‘women
were expressly and officially barred as a sex from holding diplomatic positions’ (Aggestam
and Towns 2018, 6). Many arguments from Europe and other locations based their exclu-
sion on popular arguments that women diplomats would be harassed, disrespected,
harmed or harm the motives of the foreign office, or otherwise excluded by their host
countries and at the hands of dangerous foreign men (McCarthy 2014; Morin 1994).

Women’s reported experiences of discrimination, harassment and slights of sexism
rooted in their own agencies rather than in host countries therefore adds to the
growing research steadily debunking Foreign Service as an inappropriate place for
women to contribute to and be represented in. It also adds to understandings around
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the barriers to women’s representation internationally, demonstrating that the weight pre-
viously given to external factors, such as a host society’s beliefs around gender and leader-
ship, may have less to do with the under-representation of women than simple
discriminatory policies of those home agencies involved in international affairs. It is
clear that although government agencies have been and continue to be organisations
more hospitable to women, particularly given their role as law-makers around discrimi-
nation and affirmative action, agencies in international affairs are under some pressure
to implement these same regulations for themselves hospitable to women (McGlen and
Sarkees 1993).

From this, we can understand that (domestic) society, organisation, and individual
factors are more important for determining women’s experiences of international leader-
ship than their international context, which fits with understandings of diplomatic spheres
as somewhat removed from their constituent country norms. Yet understanding how
women navigated international challenges presents key insights into sites where insti-
tutional barriers clearly remain to exist within the agencies. Women’s reported worse
experiences at home and within their own agencies, and better experiences internationally,
may be explained by a variety of reasons. Four salient explanations found in the research
include (1) the women’s level of seniority, (2) diplomatic norms, (3) the women’s rep-
resentational status, and (4) what the women expected to experience at home and
abroad. Understanding these factors helps us to shine a spotlight on what it ‘takes’ to
be a woman leader within a multi-tiered context whereby diplomatic norms, societal
norms both at home and abroad, and agency norms all affect the individual in or aspiring
for leadership.

Firstly, the women were generally at a more senior level of leadership by the time they
were deployed internationally in their major positions and therefore had a stronger role in
setting the agenda and type of workplace in which they wished to be a part. Similarly,
when a woman leader was deployed, she was normally part of a small cohort deployed
to her post, which seems to have been a benefit over larger workgroups, which may
carry more entrenched gendered practices and informal institutions with them. Secondly,
the leaders’ international host country colleagues were often highly educated, worldly and
more progressive than the general population of either host or home country. DFAT
women, for instance, are highly qualified, with all (100 per cent) of women leaders cur-
rently representing Australia overseas with at least a bachelor’s degree and 90 per cent
with a second or even third or fourth degree, diploma or certificate. The people and organ-
isations the leaders were exposed to were often well-versed in diplomacy and had a high
degree of intercultural understanding and awareness. This is particularly so, given that
most significant international governmental organisations or forums which diplomats
interact with, such as the United Nations, have developed formal policies and commit-
ments around gender and representation.

Thirdly, women leaders deployed internationally were often principally judged accord-
ing to their rank and role. Participants enumerated that because they had been chosen as
the representative for Australia, their host countries and colleagues generally just accepted
that—the privilege of role and/or rank was more important for distinguishing their treat-
ment than their gender. One DFAT representative summed up the feeling of many, when
she noted that:
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I do find as a diplomat or as representative of your country, you don’t have gender, because
you’re representing Australia. So even in places where they don’t normally deal with or they
don’t have women in their own service, it’s okay, you’re a foreigner and you’re representing
your country. (Participant 8, DFAT, 18 October 2018)

The effect of this is that the women deployed may not have experienced the same gendered
challenges as local citizens or if they were in a less significant role. It is also noted that the
interaction with the interviewer revealed that while espousing their role as ‘genderless’, it
was also specifically gendered, echoing findings by Neumann (2008, 2012) and McGlen
and Sarkees (1993).

Facilitator: That’s really interesting. You come in as genderless, you are that
representative.

Interviewee: Yeah, I’m Australia.
Facilitator: Do you think the men feel that too in the Department?
Interviewee: The men in my Department… they don’t have to think about [it] because

they’re the dominant gender (Participant 8, DFAT, 18 October 2018).

Further, AFP and DHA participants noted that their rank (often as Commander or
Chief Superintendent) and physically evident ‘stripes’ on their uniform greatly added to
their ability to meet with their counterparts on an equal footing.

Lastly, in asking participants why they thought their experiences were better interna-
tionally than within their home agency, many suggested that they expected to experience
gendered difficulties in some postings overseas, and so were prepared for it. In Australia,
they expect that they should be treated equally and be protected by the diversity, inclusion
and other equal opportunities policies, and so the disjuncture between these policies and
their experiences is more sharply felt. This is the key difference between formal institutions
policies and supports which may theoretically protect women and promote their equal
treatment, and the way both formal and informal institutions may be gendered in their
real-life application.

Women did have gendered experiences overseas and at times experienced sexual har-
assment and discrimination, yet the women were quick to shrug these experiences off as
part of working with different cultures whom have different cultural norms and expec-
tations regarding gender. One participant highlighted that of these gendered challenges
overseas, their worst experiences were still agency-based problems and were most
sharply experienced when they were deployed in large Australian delegations. For
instance, she noted that her worst experiences overseas were as part of a delegation of
50 members to the Pacific, where she, her colleagues, and the local women were all
subject to significant incidences of male chauvinism, harassment and discrimination at
the hands of the Australian men posted with them from the same agency. She notes that:

there were not many women who went… the worst of it was that you saw the Aussie culture
and the male chauvinistic tendencies… and if you even looked at somebody else, the
rumours, innuendoes and everything like that [affected you]. [It was] really a male dominated
world and I thought, well I’ll never, ever deploy again. Because it was - I still did my job, still
did everything and relationships were really great. But you saw the ugly side of males in an
alpha type scenarios. (Participant 4, AFP, 21 June 2018)

These experiences of agency-based gendered challenges intensified with other forms of
intersectionality women may experience, such as their sexual orientation, which left
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participants unable to be accompanied or without proper spousal benefits in some
instances (combined with associated homophobia and entrenched heteronormativity in
posts). In general, women overseas representatives were not subject to the same expec-
tations or experiences of local women in their host countries, highlighting that the most
crucial sites of analysis needed to understand women’s leadership in international
affairs is domestic.

Ramifications

Women’s historic under-representation has been problematised on two fronts: (1) the loss
of women’s equal contribution to international relations decision-making (Gilligan 1982);
and (2) women’s under-representation undermining the representative nature of Austra-
lian democracy and its national interests overseas (Cass and Rubenstein 1995). The case
for diversity in diplomacy has been made, with Conley Tyler (2016) identifying the
improved function and better representation as outcomes of women’s greater partici-
pation in international affairs leadership. The increase in women in international relations
leadership positions therefore has important ramifications, signalling better development
paths for states, lower levels of interstate violence, more durable and comprehensive
decision-making, and higher levels of collaboration and consensus (Hudson and Leidl
2015; Kabeer and Natali 2013; World Bank 2012). Given that international representation
is based on progressing through leadership ranks and roles within individual agencies,
beginning to understand institutional challenges in progressing to leadership is important.
If Australian agencies and wider society cannot address gender and other diversity imbal-
ances within their agencies domestically, they have little chance of addressing it in their
international representation.

Conclusion

Initial findings overwhelmingly demonstrate that women’s experiences of leadership inter-
nationally was a major career boost, giving many opportunities for personal and pro-
fessional development. However, it is clear that gendered challenges, particularly felt
when combined with sexual or ethnic diversity, continue to present barriers to women’s
representation overseas. This paper provided an outline of the experiences of women
leaders, however, the complexity and depth of their experiences warrant further explora-
tion and are to be followed by a deeper exposition on their experiences of and pathways to
leadership, including further on how they managed to navigate institutions. Overall this
paper argues that gendered challenges continue to effect women leaders in international
relations. In the face of recent women’s leadership and gender equality initiatives, as
well as longer-standing sex and anti-discrimination legislation, understanding women’s
experiences seems to highlight formal and informal institutions that continue to constrain
women’s leadership and mobility within government agencies involved in international
affairs. Particularly, it highlights issues around flexibility, family, and organisational
culture, issues which are both gendered, and ‘travel’ with the women as they experience
their international deployment. Research demonstrates that women who do get the leader-
ship opportunity and may be well received in the international arena, appear to experience
worse gender discrimination, sexism and harassment domestically, which limits
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Australia’s ability to have truly diverse leadership in the first place. This has important
ramifications globally. To ensure women’s equal representation in leadership in inter-
national spheres, Australia must be sure to address the domestic factors that continue
to constrain their ability to influence internationally.

Acknowledgements

The author would like to thank Professor Marian Sawyer for her feedback and guidance, as well as
the support of Professor Anne Tiernan, Associate Professor Susan Harris Rimmer, Dr Elizabeth
Van Acker, and the Editors of this journal. The author would also like to acknowledge and
thank the participants, as well as the Department of Foreign Affairs and Trade, Defence, Depart-
ment of Home Affairs, and Australian Federal Police for their support and access to data.

Disclosure statement

No potential conflict of interest was reported by the author.

Notes on contributor

Elise Stephenson is a PhD Candidate from the School of Government and International Relations
and a fellow of the Gender and Governance Program, at Griffith University, Brisbane. Her PhD is
focused on women’s leadership in international affairs, focusing on Australian diplomacy and
security agencies. Elise is a former New Colombo Plan Scholar of the Australian Federal Govern-
ment, an Australian representative on the Commonwealth Youth Gender Equality Network, and a
member of state and national roundtables on sexual orientation and gender identity (SOGI) in Aus-
tralia and the Asia Pacific.

References

Acker, J. 2012. “Gendered Organisations and Intersectionality: Problems and Possibilities.”
Equality, Diversity and Inclusion: An International Journal 31 (3): 214–224.

Ackerly, B., M. Stern, and J. True. 2006. Feminist Methodologies for International Relations.
Cambridge: Cambridge University Press.

Aggestam, K. and Towns, A. 2018. “The Gender Turn in Diplomacy: A New Research Agenda."
International Feminist Journal of Politics 21 (1): 9-28.

Angrosino, M. 2007. Doing Ethnography and Observational Research. London: Sage Publications
Ltd.

Association of Superannuation Funds of Australia. 2017. “The Super Pie is Getting Bigger and
Women are Finally Getting More.” Media Release, October 26. https://www.superannuation.
asn.au/media/media-releases/2017/media-release-26-october-2017.

Australian Bureau of Statistics. 2016. “Gender Indicators, Australia.” Accessed July 1, 2017. http://
www.abs.gov.au/ausstats/abs@.nsf/mf/4125.0.

Australian Federal Police. 2015. “International Deployment Group: Gender Strategy.” Accessed
January 24, 2018. https://www.afp.gov.au/sites/default/files/PDF/idg-gender-strategy.pdf.

Australian Federal Police. 2018. “Benefits and Conditions.” Accessed January 17, 2018. https://
www.afp.gov.au/careers/benefits-conditions.

Australian Federal Police. 2019. “Statistics of AFP Staff in Overseas Posts.” Accessed January 24,
2019. https://www.afp.gov.au/news-media/facts-and-stats/afp-staff-statistics/statistics-afp-staff-
overseas-posts.

Australian Human Rights Commission. 2012. “Chapter 4: The ADF Workforce Pipeline: Women’s
Representation and Critical Issues.” Review into the Treatment of Women in the Australian

AUSTRALIAN JOURNAL OF INTERNATIONAL AFFAIRS 251

https://www.superannuation.asn.au/media/media-releases/2017/media-release-26-october-2017
https://www.superannuation.asn.au/media/media-releases/2017/media-release-26-october-2017
http://www.abs.gov.au/ausstats/abs@.nsf/mf/4125.0
http://www.abs.gov.au/ausstats/abs@.nsf/mf/4125.0
https://www.afp.gov.au/sites/default/files/PDF/idg-gender-strategy.pdf
https://www.afp.gov.au/careers/benefits-conditions
https://www.afp.gov.au/careers/benefits-conditions
https://www.afp.gov.au/news-media/facts-and-stats/afp-staff-statistics/statistics-afp-staff-overseas-posts
https://www.afp.gov.au/news-media/facts-and-stats/afp-staff-statistics/statistics-afp-staff-overseas-posts


Defence Force: Phase 2 Report. Accessed June 1, 2018. https://defencereview.humanrights.gov.au/
sites/default/files/chapter4.pdf.

Australian Public Service Commission. 2017. “Women.” Accessed July 7, 2017. http://www.apsc.
gov.au/about-the-apsc/parliamentary/state-of-the-service/sosr-2012-13/chapter-five/women.

Australian Public Service Commission. 2018. “Section 8: Working Overseas.” Accessed June 6,
2018. https://www.apsc.gov.au/section-8-working-overseas.

Baumgartner, M., and D. Schneider. 2010. “Perceptions of Women in Management: A Thematic
Analysis of Razing the Glass Ceiling.” Journal of Career Development 37 (2): 559–576.

Bryman, A. 2012. Social Research Methods. 4th ed. New York: Oxford University Press.
Campbell, D. 1992. Writing Security: United States Foreign Policy and the Politics of Identity.

Minneapolis: University of Minnesota Press.
Cass, D., and K. Rubenstein. 1995. “Representation/s of Women in the Australian Constitutional

System.” Adelaide Law Review 17 (1): 3–48.
Chappell, L. 2010. “Comparative Gender and Institutions: Directions for Research.” Symposium 8

(1): 183–189.
Cohn, C. 1987. “Sex and Death in the Rational World of Defense Intellectuals.” Signs: Journal of

Women in Culture and Society 12: 687–718.
Commonwealth of Australia. 2017. “2017 Foreign Policy White Paper.” Accessed December 31

2017. https://www.fpwhitepaper.gov.au/foreign-policy-white-paper.
Conley Tyler, M. 2016. “Diversity and Diplomacy.” Australian Journal of International Affairs 70

(6): 695–709.
Conley Tyler, M., E. Blizzard, and B. Crane. 2014. “Is International Affairs Too ‘Hard’ for Women?

Explaining the Missing Women in Australia’s International Affairs.” Australian Journal of
International Affairs 68 (2): 156–176.

Connell, R. 2009. Short Introductions: Gender. Cambridge: Polity Press.
Danspeckgruber, W. 2010. “Reflections on Women Leaders in International Relations.” InWomen

Leaders in International Relations and World Peace. Woodrow Wilson School of Public and
International Affairs, 3–6.

Dee, M., and F. Volk. 2007. Women with a Mission: Personal Perspectives. Canberra: Brown Prior
Anderson.

Department of Foreign Affairs and Trade. 2017. “Women in Leadership Strategy: Promoting
Equality and Dismantling Barriers.” Accessed 24 January 2018. http://dfat.gov.au/about-us/
publications/Documents/women-in-leadership-strategy.pdf.

Department of Foreign Affairs and Trade. 2018. “Australian Ambassadors and Other
Representatives.” Accessed November 27, 2018. https://dfat.gov.au/about-us/our-people/homs/
Pages/australian-ambassadors-and-other-representatives.aspx.

Department of Immigration and Citizenship. 2011. “Workplace Diversity Strategy.” Accessed
June 9 2017. https://www.border.gov.au/AccessandAccountability/Documents/Plans/work
place_diversity_strategy_2011-2013.pdf.

Enloe, C. 2014. Bananas, Beaches and Bases: Making Feminist Sense of International Politics.
Updated Edition. Oakland: University of California Press.

Evans, M., M. Edwards, B. Burmester, and D. May. 2014. “‘Not Yet 50/50’ – Barriers to the Progress
of Senior Women in the Australian Public Service.” Australian Journal of Public Administration
73 (4): 501–510.

Gilligan, C. 1982. In a Different Voice: Psychological Theory andWomen’s Development. Cambridge:
Harvard University Press.

Hudson, V., and P. Leidl. 2015. The Hillary Doctrine: Sex and American Foreign Policy. New York:
Columbia University Press.

International Policy Division. 2017. Defence Attache Staff. Unpublished raw data.
Kabeer, N., and L. Natali. 2013. “Gender Equality and Economic Growth: Is There a Win-Win?”

Institute of Development Studies. Working Paper 417.
Mackay, F., M. Kenny, and L. Chappell. 2010. “New Institutionalism Through a Gender Lens:

Towards a Feminist Institutionalism?” International Political Science Review 31 (5): 573–588.

252 E. STEPHENSON

https://defencereview.humanrights.gov.au/sites/default/files/chapter4.pdf
https://defencereview.humanrights.gov.au/sites/default/files/chapter4.pdf
http://www.apsc.gov.au/about-the-apsc/parliamentary/state-of-the-service/sosr-2012-13/chapter-five/women
http://www.apsc.gov.au/about-the-apsc/parliamentary/state-of-the-service/sosr-2012-13/chapter-five/women
https://www.apsc.gov.au/section-8-working-overseas
https://www.fpwhitepaper.gov.au/foreign-policy-white-paper
http://dfat.gov.au/about-us/publications/Documents/women-in-leadership-strategy.pdf
http://dfat.gov.au/about-us/publications/Documents/women-in-leadership-strategy.pdf
https://dfat.gov.au/about-us/our-people/homs/Pages/australian-ambassadors-and-other-representatives.aspx
https://dfat.gov.au/about-us/our-people/homs/Pages/australian-ambassadors-and-other-representatives.aspx
https://www.border.gov.au/AccessandAccountability/Documents/Plans/workplace_diversity_strategy_2011-2013.pdf
https://www.border.gov.au/AccessandAccountability/Documents/Plans/workplace_diversity_strategy_2011-2013.pdf


March, J., and J. Olsen. 1983. “The New Institutionalism: Organisational Factors in Political Life.”
American Political Science Review 78 (3): 734–749.

McCarthy, H. 2014. Women of the World: The Rise of the Female Diplomat. London: Bloomsbury
Publishing.

McGlen, N., and M. Sarkees. 1993. Women in Foreign Police: The Insiders. New York: Routledge.
Morin, A. M. 1994. “Do Women Make Better Ambassadors? Study of 50 Years of Female Envoys

Shows Gender Can Be An Advantage.” Foreign Service Journal, December, 26–30.
Neumann, I. 2008. “The Body of the Diplomat.” European Journal of International Relations 14 (4):

671–695.
Neumann, I. 2012. At Home with the Diplomats: Inside a European Foreign Ministry. Ithaca: Cornell

University Press.
Rosetti, S. 2015. “Changes for Diplomacy Under the Lens of Feminist Neo-Institutional Theory:

The Case of Australia” The Hague Journal of Diplomacy 10 (3): 285-305.
Shoemaker, J., and J. Park. 2010. “Progress Report on Women in Peace & Security Careers: U.S.

Executive Branch.” In Women in Peace and Security Careers, Women in International Security.
Shoemaker, J., and M. L. Poire. 2014. “US Congressional Staffs.” In Women in Peace and Security

Careers, Women in International Security.
Sjoberg, L. 2011. “Gender, the State, and War Redux: Feminist International Relations Across the

‘Levels of Analysis’.” International Relations 25: 108–134.
Strategic Research and Communications Division. 2019. Women in Leadership in Department of

Home Affairs as at 31 December 2018. Unpublished Raw Data.
Tickner, A. 1992. Gender in International Relations: Feminist Perspectives on Achieving Global

Security. New York: Columbia University Press.
Towns, A., and B. Niklasson. 2017. “Gender, International Status, and Ambassador Appointments.”

Foreign Policy Analysis 13: 521–540.
Van Krieken, R., Habibis, D., Hutchins, B., Martin, G. and Maton, K. 2010. Sociology: Themes and

Perspectives. Frenchs Forest: Pearson.
World Bank. 2012. “World Development Report 2012: Gender Equality and Development.”

Accessed February 22, 2017. https://openknowledge.worldbank.org/handle/10986/4391.

AUSTRALIAN JOURNAL OF INTERNATIONAL AFFAIRS 253

https://openknowledge.worldbank.org/handle/10986/4391

	Abstract
	Introduction
	Women’s leadership in Australian international affairs
	Theory
	Methodology
	Experiences of women leaders
	Challenges in context
	Challenges: international context or agency-based?
	Ramifications

	Conclusion
	Acknowledgements
	Disclosure statement
	Notes on contributor
	References


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles false
  /AutoRotatePages /PageByPage
  /Binding /Left
  /CalGrayProfile ()
  /CalRGBProfile (Adobe RGB \0501998\051)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.3
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.1000
  /ColorConversionStrategy /sRGB
  /DoThumbnails true
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 524288
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments false
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo false
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings false
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Remove
  /UCRandBGInfo /Remove
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 150
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages false
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.90
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /ColorImageDict <<
    /QFactor 0.40
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 150
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages false
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.90
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /GrayImageDict <<
    /QFactor 0.40
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Average
  /MonoImageResolution 300
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects true
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /ENU ()
  >>
>> setdistillerparams
<<
  /HWResolution [600 600]
  /PageSize [595.245 841.846]
>> setpagedevice


