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Helga Svendsen  0:00   

Today on the Take on Board podcast, I'm speaking with Red Dearnley about breaking the binary in 

the boardroom, improving intersectional inclusion and gender equity. Before we start that 

discussion, I'd like to acknowledge the traditional custodians of the land on which we record today. 

For me, I am on the unseeded lands of the Wurundjeri people of the Kulin Nation, and I pay my 

respects to elder's past and present. I acknowledge their continuing connection to land, waters and 

culture. I support the Uluru Statement from the Heart and I encourage others in the Take on Board 

community to do the same. Now let me introduce red. Red is the deputy chair of WIRE, the chair of 

Speaker Australia and the former chair of Be Slavery Free. Red is an experienced executive and non 

executive leader in the for-purpose sector. They are the CEO of Birth for Humankind, and founder 

and principal consultant of Influence Global, a social change consultancy with an activist heart and a 

self confessed governance nerds head something we love here, they are passionate about enabling 

systemic change by applying intersectional feminist principles across organisational culture, 

governance and operations. Welcome to the Take on Board podcast Red. 

 

Red Dearnley  1:16   

Thank you. Helga. It's lovely to be here.  

 

Helga Svendsen  1:18   

Oh, so Red. And I've been talking about doing this for ages. And I should say Red, this is the Take on 

Board podcast 200th episode 

 

Red Dearnley  1:30   

Congratulations! 
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Helga Svendsen  1:31   

Oh, I kind of does my head in, 200. So we're coming up to our fourth birthday. And the 100th 

episode for Take on Board was I actually think it was a rerun, although it might have been the first 

time I've done it was an interview with an Aboriginal woman, Amber about Acknowledgement of 

Country and the importance of it. And for the 200th episode, I was thinking, I want to do something 

special and in line with what we do. And this conversation with you was the first thing that came to 

mind because breaking the binary in the boardroom is yet another angle on inclusion. So I'm really 

looking forward to our conversation. 

 

Red Dearnley  2:06   

Likewise, well, I mean, congratulations on 200 episodes, because it's a huge achievement and a 

wonderful resource that you provide, and so inclusive and open and welcoming. So yeah, it's 

fabulous for us all, in all different boards and different walks of life. 

 

Helga Svendsen  2:23   

Yay. So whilst I'm super keen to talk about breaking the binary in the boardroom, as always, we need 

to dig a little bit deeper about you first. So tell me what was young read like? And when did you get 

your first inkling that you might end up doing what you are doing today? 

 

Red Dearnley  2:40   

Goodness, so well, young Red grew up in suburban North London, in the 80s. And in probably what 

was what was considered a reasonably progressive values at the time. But in reality, as was the 

education system then and somewhat still is, I had a very limited, white centric colonial view of the 

world. But I had something and I probably couldn't articulate it back then, but was desperate to find 

my own place in the world and keen to explore outside the bubble that I'd grown up in. Probably my 

earliest kind of socio political memories was at that time that she was Britain. And when Margaret 

Thatcher resigned, I was probably about nine or 10. And there were other things globally in the 

world, like famines in Ethiopia that really shaped my understanding of injustice in the world, 

although flawed and misguided understanding without the words to put to it, but probably my sense 

of awareness that not everyone had, what I had or experienced what I did. And I think whilst I was 

largely content and happy, I grew up as a teenager, and as a young adult, I sort of struggled feeling, 

not understanding who I was, or where I fit in, and only much later in life to come to realize that's 

because I had been raised in the wrong gender, and was still trying and failing to adhere to those 

gender norms. And I think, with hindsight, a lot of the angst that comes from that spurred me on in 

activism and throwing my passions behind other social justice causes. And that led to where I am 

today, I have absolutely no idea. When I first thought I might be on boards. I think sometimes I still 

think I don't know what I want to be when I grow up. I don't know how I got here. But my first role in 

the not for profit or for-purpose sector was an internship for the successor to the anti apartheid 
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movement working on pro democracy campaigning. And I didn't think of myself as an advocate 

before then. But being adjacent to politics and looking for opportunities to influence change, small 

steps to big outcomes. I think I really enjoyed how purposeful that was. And so that set me on a 

career trajectory through the nonprofit sector into more leadership and governance roles. 

 

Helga Svendsen  4:58   

Oh, God, there's already some I just want to pick up on and there, I think we'll get a chance to pick 

up on some of that, as we have the conversation. So I'm gonna go there because Red, I know from 

us, we could end up in many different alleyways. So I'm gonna resist the urge to go down an 

alleyway so soon, even though I'm tempted. So with that context about you and where you've come 

from in this, today, we're talking about breaking the binary in the boardroom and improving 

intersectional inclusion and gender equity. Where should we begin? 

 

Red Dearnley  5:30   

I think to begin, I need to be clear about what I mean when I say breaking down the binary because 

for me, I mean all binaries, all harmful thinking that is caused by simplifying and categorising things 

as opposites or alternatives. So men, women, black, white, gay, straight, the incorrect either or 

thinking that puts people and experiences on a spectrum from one end to another, that's largely 

been constructed from a white colonial and patriarchal gaze. And I truly believe that we can't have a 

quality whilst binaries still exist or dominate, it automatically excludes a range of diverse 

experiences. And, um, we know if you build structures and systems or workplaces to improve 

experiences, for the most marginalized, you improve it for everyone. So that's what I'm working 

towards, within my work and boardroom activism. I am also non binary. So yes, I can speak to my 

lived experience as a queer, gender diverse person who has been harmed by being pigeon holed into 

these binary boxes. And I still absolutely believe that boards and businesses need to take targeted 

action to improve trans and gender diverse inclusion and participation, that absolutely must happen. 

But they will continue to fail the people who are most systemically marginalized if we don't take an 

intersectional approach to that work. So we need to be looking at breaking down all binaries in order 

to do that. So that's probably where I start. And as I said, I could go on for a long time. 

 

Helga Svendsen  7:14   

So our first conversation came about, because we were introduced by a mutual connection. And I 

can't remember exactly what the words were. But essentially, it was you wanted to have a chat to 

me to talk about Take on Board accelerator, which I have, since its inception, run as a women's 

program. And you're like, Well, I want to have a chat to you about inclusion and how inclusive, that 

program is going to be for me as in you, which was great. I kind of got that I went, Oh, my God, what 

an awesome conversation, that is an excellent thing to raise. Because I have always thought about I 

wouldn't promote, you know, it's about gender equity. And I want to promote women in the 

boardroom. I think my thinking started with, you know, 5050. And then it's like, oh, there's no 
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binary, I don't think we can say 5050, there needs to be some space in the middle. So being able to 

have a conversation with you, for me was actually super helpful. But I'm wondering, what were you 

looking for from me or from others? What do you look for? When you are looking for signals that are 

space is inclusive? Or could be inclusive? 

 

Red Dearnley  8:20   

Such a good question, because they say that you make a first impression and seven seconds of 

something along those lines I've heard before. And I think it's why conversations get stuck talking 

about pronouns and toilets in spaces because they are your first impressions. Right? And absolutely 

important. That language is so important. It's how we understand each other. I mean, it can be 

incredibly supportive. It can also be weaponized and or unintentionally harmful more frequently. 

And so I think the language of how organisations present themselves is very important. It's an 

important part of allyship, but it's only the entry point, it's not the destination. So for using that 

example of the Board Accelerator, talking about being a women's space, but then I knew through 

other people who've gone through it, that it probably was more inclusive than the language had 

said. And so I think what you're looking for is those indicators initially that this is a safer space, and 

it's a space that is trying to be more inclusive. Now. I think this is where my experience may differ 

somewhat to other experiences in that my professional work supported me in being more 

comfortable talking about my personal experience as a non binary gender queer person. More often 

we hear the story of people being very out in their personal lives and and not at work because it isn't 

a safe space. Mine was a slower transition. And if I give an example of what I where I'm on the board 

at the moment. I joined that board around three years ago, and came to it through professional 

channels, having worked in social justice sector, nonprofit leadership, gender equity, and LGBTQIA+ 

related sectors. While it was a nearly 40 year old women's organisation that had recently changed its 

constitution to be inclusive of trans non binary and gender diverse people. And that is a significant 

indicator that you're not just saying it in words, they're looking at the foundational governing 

documents. And being within an organisation that was so transparent in its belief in intersectional, 

and trans inclusionary approaches to achieving gender equity encouraged me to be much more 

open professionally about my identity. Even so, why are as every organisation will do struggles to get 

that right, sometimes not implemented at times. That's part of the process. So I think it's creating 

those opportunities to see yourself, we know that, I mean, it's good for business to be more inclusive 

in this fundamental ways. We know diversity, improved results, and staff satisfaction and consumer 

engagement. So business should be imbalanced with the world that it operates in and represent 

those diverse communities. Not to mention, of course, to present to people like me opportunities to 

see themselves represented there, because I was walking around for 30 plus years, not finding the 

words for my experience, because I never saw that represented in professional spheres, and 

occasionally on TV and later life. But that was it. So I think it's finding those opportunities to actually 

present now. 

 

Helga Svendsen  11:49   
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I mean, I know for me some of those opportunities, I guess, and they're probably initially based 

around language. So I have with your help, thank you rewritten some of the information that's on 

my website about the programs that I run, I was gonna say, eagle eyed, what's the equivalent of 

eagle eyed for listening, whatever, whatever the equivalent is, close listeners, whatever the word 

might be. 

 

Red Dearnley  12:10   

It's more evolving language that we don't have, yet. 

 

Helga Svendsen  12:14   

Whatever that might be people listening to this today may have noticed that the intro and the outro 

has changed a little bit as well, because it's now not just referring to women, it has always been 

about women. And I'm changing that up as well just to be a little more inclusive. And I think in the 

conversations that we have in the Accelerator program, it's finding those opportunities. So I have 

previously included, for example, at the start sometimes included the pronoun round, but not 

always, this year, it's for all of the groups all of the time and encouraging that as well. So it's finding 

those opportunities, and it's not always around language, like I've talked about people saying it in 

pronouns, people listening to it on the podcasts, people reading it on the website, what are the 

other opportunities we should be looking out for, on the boardrooms or even just in life? What are 

those other opportunities we should be looking out for to signal or even more than signal to show 

that we are inclusive? 

 

Red Dearnley  13:11   

Well, I mean, I think you're saying listening and the eagle eyed listening, it seems intangible when 

you say it like that. But it's so important. Like everyone is telling us this, people who are systemically 

marginalised in many different communities in intersecting ways, are already communicating what 

needs to be done. And so we absolutely have to listen to them. And I mean, for me, personally, I 

know that it's a privilege that comes with being more advanced in my career, now, I have less to lose 

and more capacity to fight than I would have done if I had transitioned earlier in my career. And so 

I'm very aware of that for younger, trans and gender diverse people who I work with and other 

marginalised groups. And when I say marginalised, they are systemically marginalised by the 

organisations that they're working within. So that's why I think it's important for me to speak out 

about my experience, and to be an activist and an ally, for my communities, because I have the 

platform power and privilege to do so. However, there are transgender diverse people within all of 

the organisations that we're working with. And if you don't know that, and you don't know who they 

are, then you have a cultural safety problem. So it's how you address that. And I am cautious to say 

that the all the work and the emotional labor of this should not sit with your transgender diverse 

employees as it shouldn't for anyone who is experiencing that discrimination or disadvantage, but 

they are there and they are that you can still find spaces to listen to what they say in a constructive 
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way. That's it. I mean, I think when I talk about this in broad terms, it can sound quite big shift 

thinking and revolutionary in its way, but I am absolutely You're pragmatist. And I wouldn't be doing 

this work if I wasn't seeing incremental change and really practical ways that you can do that in a 

boardroom setting for your organisation's as a quite a process driven person myself love a good 

policy and procedure to look at. And first of all, where are your policies and procedures that guide 

your organisation? Where are they creating barriers for people to participate? One of the most clear 

and obvious ones to me is in job applications and recruitment policies. Most job adverts will refer to 

needing a criminal record check, for example, but who are you discouraging from applying to do that 

we absolutely need criminal record checks as a risk management procedure. I'm sure most people 

would agree for certain offenses. But we also know that there's an over representation of Aboriginal 

people and people of color in the criminal justice system. We know that until 1997, homosexuality is 

still a crime in Tasmania. And that means people who are only 44. Now we're adults, then, and may 

have a criminal history because of that, are you forcing people out that don't want to be are you 

forcing people to say things? So that's not to say don't have that policy, but be clear about why you 

have it and communicate that, again, it comes back to language in your recruitment processes. 

Explain that. We know that this creates a barrier for some people. And so this is why what we're 

trying to do to address that, however, there are certain financial crimes that you can't have to be on 

a board and various things that we need to consider. So being really clear about that. 

 

Helga Svendsen  16:41   

Such a good point about it is often the tick box, isn't it about criminal record check. And I remember 

years ago, being asked to do a criminal record check before being appointed to a role, it wasn't a 

board role, it was a CEO role. And saying to them, Can I check why you're doing this? You know, for 

the record, I don't have anything, but I want to know why you're doing it. I'm a former union official, 

I know a number of union officials that may have criminal records, because sometimes, you know, 

standing in the middle of the road, or stopping trucks or whatever it may be, leads to charges. 

 

Red Dearnley  17:12   

And that's where the policies need to be backed by the process that really clearly says so if we do 

discover is it I mean, I know that there are anti discrimination laws in place and how they are applied 

may vary from organisation to organisation. But what happens when you find something that has no 

bearing on the roll, it may be seen as a conservative view of it might be that it is a brand risk or 

reputational risk, but how are we really managing that? And how does that balance with our goals if 

you have set that goal and that strategy to improve equity, and improve representation and improve 

inclusion? Absolutely, yeah. 

 

Helga Svendsen  17:50   

So maybe these things go together. But I'm wondering, that is some really great advice around the 

language and policies and processes to communicate clearly around things like please checks, and 
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there will be a whole range of others. What other kind of governance systems or processes might 

need to be looked at or reviewed to ensure that intersectional inclusion? 

 

Red Dearnley  18:14   

I think, from a board perspective, your skills matrix is always a great place to start. Are you 

considering diversity of knowledge and experience as a skill? There probably most skills matrix 

already have something around diversity around race, age, gender, sexuality, potentially, on the 

board, but is it enough for what you're trying to do? And like anything, this has to come back to the 

strategy of what you're trying to achieve. But having diversity on your board of board directors of 

different ages, different races, and so on, doesn't mean you necessarily have diversity of experience. 

And so I think there's a lot more talk, certainly in the for purpose sector about lived experience, 

quote, unquote, now, but I think there's that conflation between board diversity and lived 

experience. So what I mean by that lived experiences, do you have people who bring expert 

knowledge, from firsthand experience on issues where you're trying to improve representation and 

inclusion? Plus, are they equipped to contextualize that knowledge into the governance structures 

and the external environment that you're working in? Plus, do they have the skills and capacity to 

represent people with similar lived experience? And importantly, do they have the support 

structures in place to prevent any vicarious trauma and protect their own well being when bringing 

these personal experiences into a professional context? And all of that is the responsibility of you as 

a board to put in place so you can increase diversity and representation so Yes, you need those to 

identify what they are on the skills matrix, but you need that support structure in place for people 

who are stepping into those roles as well. 

 

Helga Svendsen  20:09   

So I'm interested in this line for one of a better word in my head, I actually put lived experience in a 

slightly different box. Not that that's nice, neat boxes next to each other, but a slightly different box 

to diversity in the boardroom. Because I think all boards need diversity. Because as you said before, 

all of the evidence is diverse groups make better decisions. We need that diversity in all ways, 

shapes and forms, you know, from experience from our own kind of characteristics that we might be 

born with, and so on. So we need that mix. And sometimes that intersects with lived experience, but 

I'm not sure it has to intersect with lived experience in terms of bringing that lived experience to the 

boardroom. 

 

Red Dearnley  20:53   

I absolutely agree. Yes, because I think they are distinct, but they can be overlapping and 

intersecting. So for my experience, for example, we can be more than one thing at once we all are, I 

am a white non binary person. And I am both those things at once. And I'm both things separately, 

and I bring that viewpoint to the board and I bring my lived experience, I guess, to the board, but am 

I bringing that in a structured way that I am there to say well as a non binary person? And from my 
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understanding of that I'm bringing from the broader community structures for transgender diverse 

people. Am I bringing that voice to the board? Or am I there, because I have a not for profit 

governance background in policy advocacy, CEO of similar organisations, and my brain that first and 

foremost, and the reality is we're all bringing all of it all the time. But that's where I think the lived 

experience piece needs to be a dedicated roles. So that that becomes the priority of that thinking. 

And you're really looking at that. So if you are an organisation that has said, gender equity is the 

number one area that we want to improve, for example, within our organisation, well then yes, you 

need diverse representation of gender diverse people, women, men on the board to be able to do 

that. And I would say dedicated roles to try and achieve that. Just because you have a non binary 

person who is a treasurer, for example. If they are, they're not because of the fact that they're non 

binary, or you have a woman as a treasurer, whatever it is, or a person of color, someone that is 

bringing different skills for different reasons. And so I think this is where we have to find that 

balance between Yes, we absolutely need that diversity of people and experiences, professional 

experiences, but so many of the systems and structures that we're using, so the matrix that have 

developed have come from very traditional standards of governance that were really basic, designed 

by white men that were about skills, experience and diversity of skills in professional training, which 

you've got your legal hats on and your financial hat on and then so on. So it's finding that other layer 

to that as well. 

 

Helga Svendsen  23:18   

Totally. Yeah, I think it's, yeah, ensuring that the skills matrices that we use represent that full 

diversity, and it's a skill in and of itself, as well. So I just want to knit back to the conversation we 

started before about language and how important it is. And I guess call myself out here, because 

whilst I updated the website, and I've updated the intro outro. far from perfect, indeed, in one of the 

sessions that we had, I misgendered. You, it was at a time when you were having difficulties 

connecting to the session. So I wasn't sure if you were there or not. As soon as the words came out 

of my mouth, I had a little panic. And I didn't know what to do. And I just charged on. And then 

afterwards, we had an email conversation and you gave me some excellent advice about perhaps 

what I could have done better. So can you share that because I have since then written it down on a 

little post it note, so that I've got it in front of me about what to do next time because I just went 

into a bit of a blind panic. So maybe if you can share so others don't have to go into blind panic like I 

did. 

 

Red Dearnley  24:21   

Firstly, Helga, you are human like us all. And we will all make errors. And I think it's so important to 

remember how language is evolving. And I think the biggest barrier people have is fear of doing 

things wrong fear of causing harm. But if you're trying people know, let people know that you're 

trying people know what your intention is. And that's the main thing. All you can do is if you if you 

make a mistake, whether that's misgendering someone referring to a dead name, whatever it might 

be, when you catch yourself, you say sorry, and you correct yourself. And you continue, because you 

don't want to make it a bigger deal for that individual who is then highlighted in that conversation in 
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a way that they may not want to be. But you learn from it and you move on. And like anything, we 

can write prompts, we can find the ways that we learn things ourself. But it is a process of learning 

and unlearning. And we are so integrated into this, just because I'm a non binary person does not 

mean I'm not going to miss gender, someone sometimes because I was raised in this very binary 

system. And I am more acutely aware of it, and will probably try harder, but it can happen. So I think 

it's being forgiving of yourself when that happens. But I think the bigger issue is when out of fear. 

People don't say anything. And so if you hear someone being misgendered, you don't call it out what 

that says to that person or others in the room who are not yet open about their experience, or 

comfortable to do. So you're saying it's not a safe space, because no one is standing up to be that 

ally. And so I think that's what's really most important is being able to continue to do that. It's the 

act of trying, and we will only improve by keeping on trying. 

 

Helga Svendsen  26:17   

You are very generous, thank you. And what I've since taken from that, and I I've no doubt I'll mess 

things up again in the future, but calling others out as well, that that's not your absolutely not your 

job. And if I think about the group, and I think I said this to you in the first meeting, I know that my 

role as the facilitator of that group is to create an inclusive space, it is not your role. Having said that, 

your advice in some of this is gold. So it is much appreciated, which is why I wanted to do this as 

well, because I've benefited from your advice, and I want others to benefit from it as well. 

 

Red Dearnley  26:49   

I appreciate that. And I think but creating these platforms to do this is a really important part of that, 

too. And as I say, I am comfortable talking about my experience, because of where I am 

professionally personally to be able to do that and have I consider it a privilege and, and a 

responsibility to people who are the next generations of people that are experiencing this. So I find 

that important. And it's for me, it's not my style to necessarily always take an adversarial approach 

to it. Because I don't think that's necessarily what's going to lead to the most change. And I'm a big 

believer in that change comes from within. And so if organisations are trying to change something 

externally, then you need to change what that looks like, on your own internally. And that's like 

really those step by step processes that you can take. And it does start with the individual. If you 

have got a group of individuals who are closed off to making those changes, well, then the 

organisation isn't going to make that change. 

 

Helga Svendsen  27:53   

So a moment ago, when I was asking you about that language, you said misgendering somebody and 

you said or dead naming them, can you just tell us what that is? 
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Red Dearnley  28:02   

Dead naming is referring to someone by a previous name, the name they were probably given at 

birth, and that no longer serves them. I would say using that name or even just asking questions, you 

may be aware that someone's changed their name, or you might just be curious and say, what do 

you call before or something like that, all you're asking you to do is that person to point out mistakes 

that their parents made when they got their gender wrong. And it's the past, it's not that person is 

telling you who they are by presenting their name, their pronouns, the information they want to 

share. That's the only thing that matters. We can do that when you know someone before and after, 

or through the process of their transition. And I'm cautious as I'm using the language so important 

that using the language of transition to explain it now. I find that language problematic myself in 

that, for other people, there was a transition of me genders and changing name. For me, it wasn't a 

transition. This is always who I have always been. But that's not how I was known. So I think that's 

something really important to remember that I have always been a non binary person, but the world 

around me got that wrong. And I was trying to fit into a different box. So I think it's really important 

to say I mean, dead naming. Not everyone likes that term, because it's quite a strong term, but it's 

most common term used for referring to people by their previous name. 

 

Helga Svendsen  29:31   

So Red, this is my my kind of all encompassing wrap, in a way. But what should I have asked you 

about this that I haven't? 

 

Red Dearnley  29:42   

I think when you're coming to do this work, coming to step into being an ally, individually, 

organisationally, you absolutely have to ask, in that process, what are the risks of further harm that 

you are causing? And I think that is asking that of yourself, that of other people to be able to step 

through a process of making sure that you're actually doing it for the right reasons and the right 

intentions. So are you asking people questions, because you're curious? Or is this actually about 

gonna make some real change? For you and I, Helga I approached this was a slightly different 

dynamic. And you know that I approached you around some of it. And I think you have very much 

approach this in the spirit of learning and willingness to hear constructive feedback or things that 

you things that could be different. And I was happy to volunteer that what I think is important, so I 

was not everyone will be and it's not everyone's job, I am an activist at heart from first career and 

just who I am, and keen to make those changes and see that change in the world and sit find 

opportunities like the board accelerator that I wouldn't have felt comfortable participating in 

previously, or being able to refer colleagues who are earlier in their career to who say, I want more 

governance training, I want more board experience, where do I go and not knowing where that type 

of space is? So for me, this is the part of to ask the questions, though, I think I'm going to come back 

to my point around breaking down all the binaries, I think it's really important to remember that 

you're looking at all the intersecting ways that people can experience discrimination and 

disadvantage. And if we are boxing things off, you're going to leave someone out. So there's 
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absolutely in the boardroom as a whole, the place for dedicated initiatives to achieve equity goals, 

your reconciliation, action plans, your disability, inclusion plans, gender equity plans, and so on. But 

we need to look at this holistically as well from this intersectional approach. Because you can have 

multiple governance frameworks to address inequality. And you can do multiple pieces of work like 

you have been doing with me around trans and gender diverse inclusion in the program. But most 

often, those frameworks or pieces of work are raised the experiences of people who experience all 

those things of race, gender, sexuality, disability, so all of that when you box it off. So for example, if 

we talk about achieving gender equality for trans and gender diverse people, your interventions 

have to consider racial discrimination. In fact, if they're not actively anti racist, then not trans 

inclusive, because you are excluding people. And that comes back to the very founding of 

intersectionality work coined by Kimberlé Crenshaw, which was around gender discrimination and 

racial discrimination in the law and how those things had limitations in being seen when they 

overlapped, practically your work to improve gender equity isn't going to reach the goals that it 

could if it's not considering that over overlapping lines. So to your question, it's probably less about 

what you could have asked or could have said differently. But I think taking that step back and taking 

that broader view of how do all of these pieces fit together, because when they do all fit together, 

those are the communities who are most often excluded from those individual pieces of work 

otherwise, so yeah, looking, looking at that more holistic and intersectional view. 

 

Helga Svendsen  33:29   

So this is one piece of the pie, it's not the pie, and it fits in with all of the other pieces, and it doesn't 

stay in it's nice, neat little slice of pie, they all beautifully, hopefully merge together into that 

inclusive space. Ah, great, thank you. What are the main points you want people to take away from 

the conversation that we've had today? 

 

Red Dearnley  33:49   

If you're not taking an intersectional approach to inclusion, you are leaving someone out. That work 

has to be actively anti-racist, as I said, it needs to be considering of the power structures and where 

they collide, where they intersect to lead to opportunities for people to face further barriers, further 

hurdles that cause systemic discrimination and disadvantage. So looking from all of those lenses, and 

more fundamentally, when we started this talking about gender equity, as you were saying, it's this 

is never going to be a 50/50 is not a binary, that's not who we are or the world that we live in. So we 

absolutely state that broader approach. I would say that I've we've talked about some really huge 

theoretical and societal issues. But there are practical incremental steps that anyone as an individual 

can take, or any board can take. I mean, boards, we review our policies pretty regularly. There is 

always an opportunity to start making change, you can do that in a step by step way. In fact, it's I 

think it's the only way forward to do it in incremental bite sized chunks. 

 

Helga Svendsen  35:11   
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Is there a resource you would like to share with the Take on Board community? 

 

Red Dearnley  35:15   

Your biggest resource of the people around you that are in your company in your workplace, or who 

are living this on a day to day basis. And as I've said, it is absolutely not their problem. And it 

shouldn't be their emotional labor to do this work for you, but create spaces to listen to them. And 

there are so many other people out there in talking about this, and particularly transgender diverse 

people that are creating change in their own worlds and their own navigation of this, people online 

on Instagram under the others some of the big, so various people out there, you will find them. So I 

would say that's your first step. But if you're looking for more practical tools, one that springs to 

mind is the Victorian commission for gender equality in the public sector, released something 

around a year ago a guidance document on applying intersectionality to gender equality action 

plans, which is a useful tool as the first step of and a good place to start. But there are also so many 

other LGBTQIA+ specific organisations that are working in this Speak Australia with which I chair like 

works, especially in regional communities, doing training for workplaces and schools, around 

inclusion, Minus 18 have a wealth of resources as well. So I would say speak to people, find the 

people and be clear on what you want to do, and get their advice. And then there are a connection, 

whether it's individuals or organisations, there are many resources out there for you to support your 

work. And I'm here, I am happy to talk to people too. That's part of what I'm doing. By being here 

with you today Helga ever more than happy, happy to speak to people and help organisations on 

that journey? 

 

Helga Svendsen  37:00   

Oh, excellent. We'll we'll make sure we put your contact details and website and so on in the 

shownotes as well, as well as digging out some of those other ones that you've just listed off there. 

Ah, Red, thank you. Thank you for your generosity in all of the conversations that we've had in 

providing that constructive feedback to me, which I've appreciated greatly, and for sharing your 

wisdom with the Take on Board community today. I really appreciate it and I have no doubt others 

will as well. So thank you for being here. 

 

Red Dearnley  37:31   

Thank you, Helga, and thank you for all of your willingness to be open to change and open to 

learning because that's where all of this work starts. 
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