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FOR	RELEASE:	EMBARGOED	UNTIL	25th	July	2017	at	2pm		

Property	Male	Champions	of	Change	driving	measurable	progress	on	diversity	
All Property Male Champions of Change (PMCC) organisations have now adopted formal flexible work policies or 
strategies, and 75% of PMCC organisations have achieved balance or progress towards balance in the percentage 
of women in Key Management Personnel, according to a new report released today.  

The 2016-17 PMCC Progress Report details the real change that is being made towards achieving gender diversity 
in the workplace in these organisations, which are among the largest and most significant employers in the 
property industry in Australia.  

The PMCC group consists of 21 of the property industry’s senior leaders, convened by business leader Carol 
Schwartz AM, who are taking action to drive gender diversity at all levels in their places of work, particularly in 
senior and executive roles, where women are under-represented.  

The report uses performance benchmarks to assess the extent to which PMCC organisations are increasing the 
representation of women in leadership positions. This 2016-17 assessment is the second annual report of the 
PMCC.  

It found advancements were achieved in these PMCC workplaces during 2016-17 as follows:  

• Leadership on addressing pay equity – 75% of PMCC organisations conducted a pay equity review in the 
last 24 months with all PMCCs committed to conducting a review every 2 years. 

• Achievement of a 40:40:20 target (i.e. 40% women, 40% men and 20% either gender) for the Property 
Council of Australia committee nominations and appointments with women appointed to 43% of the 1600 
Committee roles (up from 29% two years ago). 

• 72% of leadership categories across all organisations achieved gender balance or progress towards it. 
• Implementing innovative initiatives to retain female talent and grow the talent pool in the property 

industry - in 89% of PMCC organisations, women made up more than 40% of appointments. 
• Flexible work and caring - the number of PMCC organisations with formal flexible work policies or 

strategies increased from 74% to 100% over the last year; PMCC organisations invested in flexible work 
training for managers; and a survey of approximately 2000 employees across PMCC organisations was 
conducted about the uptake, perceptions and impact of flexible work and caring. 

• Supporting carers - PMCC organisations have introduced new offerings to carers over the last 12 months 
including: additional weeks of primary and/or secondary carer’s leave; removal of qualifying periods for 
parental leave; return to work bonus; superannuation on unpaid leave; and ensured long-service leave is 
accrued during unpaid leave. 

• A host of organisation-specific achievements are also listed throughout the report. 

These results were determined by assessing achievements against each of the six PMCC Action Plans, which were 
established by this collaboration of employers in 2015. They are the ‘Own a Leadership Action Plan’, ‘Lead on 
Gender Reporting’, ‘Grow the Talent Pool’, ‘Build an Inclusive Industry’, ‘Mainstream Flexibility’ and ‘Enable 
Workers to be Carers’.  The report is an open and transparent account that both measures progress to date and 
helps determine the priority areas which must be the focus of sustained, future efforts by the PMCC Group. 

“Achieving a significant and sustainable increase in the representation of women in leadership in the property 
industry requires a dedicated and multi-faceted approach,” said Ms. Schwartz. “The PMCC are committed to 
achieving across these areas because they understand that, as industry leaders, they can step up and work 
alongside women and drive gender balance in leadership in their organisations, to create a more inclusive industry.” 

Libby Lyons, Director of the Workplace Gender Equality Agency (WGEA) said, “it is fantastic to see the progress 
towards gender equality in the property industry. The PMCC are sending a very clear message that gender equality 
is a key business priority. Their continued commitment will help the industry thrive by attracting and retaining top 
talent, fostering innovative thinking and by driving better business outcomes and returns for shareholders.” 
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Since inception, the Founding MCCs, founded by then Sex Discrimination Commissioner Elizabeth Broderick, have 
inspired several groups across Australia. There are now around 150 MCCs who together employ roughly 600,000 
people (approximately 5 per cent of Australia’s workforce.)  

Progress Report 2016-17 is available at http://malechampionsofchange.com/groups/property-male-champions-of-
change/ 

Media contact:  Fiona Benson (FBenson@propertycouncil.com.au, 0407294620) 
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Background	

PMCC	objective	and	approach	
® Achieve significant and sustainable change in the low levels of women in leadership.  Representation levels are too low. The pace of change is too slow. 

® Step up beside women, who have for so long been responsible for the gains achieved in gender equality.  Recognise that all leaders, including men, have a role to play in 
progressing what is a significant economic and societal issue for Australia.  

– Use our collective influence to ensure the issues of gender equality and women’s representation in leadership in the property industry are advanced.   

– Develop a deep level of insight into the barriers that need to be tackled within our organisations, the property industry and broader society.  

– Work together to take high impact action.  Our focus is on addressing systemic, policy, behavioural and cultural impediments, not on “fixing” or “changing” women. 

® We are guided by our six Action Group plans, which we have been working on together since 2015. 

® We benefit from the advice and support of many – including Chief Executive Women and Women’s Leadership Institute Australia. 

Purpose	of	the	Report 

Progress Report 2016-17 summarises how the Property MCC are tracking on the program of work that they have worked on throughout the year. The Progress Report, which is 
intended as an annual publication, provides: 

® A ground-breaking level of disclosure, including comparison of PMCC organisations’ women in leadership representation levels, benchmarked against the results from two 
years prior, using the Workplace Gender Equality Agency’s data. 

® Lessons learned and examples of innovative practice. 

® A detailed timeline and progress since 2015. 

Data	description 

An important element of PMCC membership is transparency – sharing progress and learnings – as we seek to achieve a significant and sustainable increase in the representation 
of women in leadership in the property industry. The PMCC closely track women’s representation in leadership using the data of the Workplace Gender Equality Agency (WGEA). 
The Workplace Gender Equality Act of 2012, which guides the WGEA, provides a rich data set by which to measure progress: 

– Property MCC member organisations, except for QIC which is a Government Owned Corporation, are required to report to the WGEA. QIC Global Real Estate provide 
equivalent data to ensure transparent reporting against the same measures.  

– Representation is reported across seven categories.  In order of decreasing seniority they are – Key Management Personnel, Other Exec/General Managers, Senior 
Managers, Other Managers, Non-Managers, total workforce, and Board.  

– For more information, please see https://www.wgea.gov.au/sites/default/files/Benchmarks_Insights_Guide_final.pdf 
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Questions	and	answers 

There’s  a lready WGEA gender data publ ished, what’s  different about this  report? 

® Progress Report 2016-17 pulls together the PMCCs’ data together in one place – summarising simply how they are performing against their commitments (published in their 
first report of July 2016) 

Why is  the level  of  women required to reach a green l ight or balanced goal  set  at  40-60% and not s imply 50%?  Are the MCCs saying that 40% is  
“good enough?” 

® This range describes “gender balance” as defined by the WGEA – in other words – a minimum goal of 40% women, 40% men and 20% of either (e.g., 40-60% women.)  This 
acknowledges the value of a diversity of perspective and the need for critical mass in any leadership team. 

® This does not mean that PMCC organisations are content with 40%, as evidenced by the group’s ‘50/50, If Not, Why Not?’ initiative.  

Why do the results  from the organisat ions vary so much? Can the results  be compared to one another? 

® The PMCC cohort is made up of large and small organisations across the property industry, operating in different markets with different workforces.  

® Some of these organisations have spent longer addressing the lack of women in leadership than others which also means results vary.  

® The PMCC are conscious that in some cases different methods were used to respond to WGEA requirements. It is to be expected that this might occur as this is only the 
second year that organisations have been reporting against this standard.  The PMCC are committed to working with the WGEA to improve consistency and comparability. 

What is  the goal  for the MCC organisat ions? 

® MCC organisations set targets that consider their current position, their industry, and their specific business conditions.  The PMCCs share the view that the goal is to 
capture the “diversity dividend” that is on offer when teams leverage the perspective of all leaders. 

Can you outl ine an example of  how the data for an organisat ion is  reported?  

® For more information please contact the Workplace Gender Equality on (02) 9432 7000; wgea@wgea.gov.au 

® Assistance in interpreting PMCC data can also be provided by contacting PMCC organisations directly. 

About	the	Male	Champions	of	Change 

® The Male Champions of Change (MCC) initiative was established by the then Australian Sex Discrimination Commissioner, Elizabeth Broderick in April 2010.  

® The Founding MCC group is currently made up of 29 CEOs and Non-Executive Directors. 

® Since inception, the MCC strategy has inspired and supported similar groups within sectors (Property, Sport, STEM, Architecture, Engineering), based in other states and 
internationally. It has also attracted significant international attention, profiled by the UN Secretary General High Level Panel for Women’s Economic Empowerment as a key 
initiative for global scale (https://www.empowerwomen.org/-
/media/files/un%20women/empowerwomen/resources/hlp%20briefs/male%20champions%20of%20change_with%20cover.pdf)  

 


