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About Male Champions of Change

The Male Champions of Change strategy 
focuses on shifting the system of gender 
inequality in the workplace

Gender inequality in the workplace is a business, 
economic, social and human rights issue.

Research consistently shows that diversity drives 
business performance – companies with top quartile 
gender and ethnic diversity outperform peers by 21% 
and 33%, respectively. 2 

Research also shows that CEO commitment is the 
largest driver of gender equality outcomes. Companies 
are 22% more likely to have at least 15% women at 
the C-level when the CEO actively monitors Diversity & 
Inclusion programs. 3

Further, direct CEO engagement is one of the Top 3 
high-impact actions delivering gender equality for 100% 
of Chief Human Resources Officers polled. 4

Global studies, however, find that CEO action is still 
lagging. Only 24% of women and 38% of men see 
senior leaders communicate the importance of  
gender diversity. Only 18% of women and 26% of men 
say that progress is measured and shared across the 
company. 5

Male Champions of Change (MCC) is a globally 
recognised, innovative strategy for advancing 
women in leadership and achieving gender 
equality

As part of the strategy, men of power and influence 
step up beside women leaders, forming a high-profile 
coalition to lead change on gender equality issues in 
their organisations and communities – be they local, 
national or global.

The strategy engages members as ‘champions’ not 
because they are perfect, but because they publicly 
commit to leading practical, constructive and disruptive 
actions to accelerate change.

The work of the coalition is backed by a proven 
methodology for increasing the representation of 
women in organisations and developing the conditions 
and cultures that enable them to thrive.

Many of the actions developed and implemented 
as part of the strategy over nearly 10 years are now 
globally accepted standards for organisations wishing 
to become employers of choice for all.

2 Delivering Through Diversity 2018
3  Delivering Through Diversity 2018
4  MCC 2011 Letter: “Our experiences in elevating the representation of women in leadership“
5 Women in the Workplace 2018
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Women are not starting from a level playing field. 
Unless we intentionally put gender at the centre of 
our actions, we will sleepwalk into a future where 
existing inequalities are either replicated, or worse, 
exacerbated.
Elizabeth Broderick AO, Founder and Convenor, Male Champions of Change
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Richard Gross
CEO, Ausgrid

Phil Schacht
CEO, Hanson 
Australia

Sean Taylor
CEO and Managing 
Director, Komatsu 
Australia

George Whyte
Managing Director 
Australia Pacific, 
Aggreko

David Hawkins
Chairman and 
Managing Director, 
BASF Australia and 
New Zealand

David Cooke
Managing Director 
Australia, Konica 
Minolta Business 
Solutions Australia

Peter Jensen-Muir
Executive Managing 
Director, Cummins 
Asia Pacific

Luke Agati
CEO, Transdev 
Australasia

Scott Wyatt
CEO, Viva Energy 
Australia

Rob Wheals
CEO and Managing 
Director, APA

Convenor

Ming Long
Non-Executive 
Director

Male Champions

Members have a strong industrial 
manufacturing and transport 
focus, and work within typically 
male-dominated environments.  

With national and international 
reach, our goal is to improve 
the representation of women 
in leadership positions and in 
non-traditional roles within our 
organisations.

The National 2017 MCC Group was first convened in October 
2017 and today includes 10 members who lead 19,650 employees 
across 8 countries. 

National 2017 Group

Highlights for 2018–19

All organisations in the group achieved improvements in women’s 
representation from last year, resulting in women’s representation 
increasing to 15.3% compared to 14.7% in 2018 when the group released 
its first report

A focus on improving women’s representation in leadership roles and 
the early pipeline resulted in a 7.8% point increase in key management, 
a 2.5% point increase in senior managers and an 8.4% point increase in 
women on boards

In the early pipeline, 53.4% of graduates were women, representing an 
increase of 26.4% points from 2018

75.0% of members now have merit systems and structures in place to 
address bias in recruitment and promotion, an increase of 25.0% points 
from the previous year

75.0% now have flexible work practices in place, an increase of 25.0% 
points from the previous year

75.0% now have flexible parental leave access for all parents, an increase 
of 35.0% points from the previous year

72.0% have paid superannuation while on parental leave, representing an 
increase of 42.0% points from the previous year

75.0% of all organisations have taken action to address domestic and 
family violence, up from 20.0% in 2018

100% of members have a formal policy or strategy in place for preventing 
and addressing sexual harassment, including details of complaints/
grievance processes
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  Focus areas and impact for 2018–19

Stepping up as leaders
Hosted a Round Table meeting for MCC 

organisations within ‘Industrial’ sectors 

including mining, manufacturing, utilities 

and energy. The meeting focussed on 

opportunities to collectively work to 

increase women’s representation across 

male dominated industries. Priority areas 

for action across the coalition included:

 •  Opportunities to scale up initiatives 

across companies to accelerate 

change 

 • Leveraging industry associations 

to prioritise improvements in 

gender equality across industry

 • Tapping into the extended supplier/

customer chain to push for change. 

Developed a deeper understanding 

of sexual harassment within member 

workplaces by reviewing data, 

speaking with impacted employees 

and talking with Australia’s Sex 

Discrimination Commissioner Kate 

Jenkins regarding insights arising 

from the National Inquiry into Sexual 

Harassment in Australian Workplaces. 

Welcomed two new members; Rob 

Wheals, Chief Executive Officer and 

Managing Director of APA, and Richard 

Gross, Chief Executive Officer of 

Ausgrid. 

Led industry engagement to improve 

gender equality, for example:

 • David Hawkins (BASF), as Chair 

of Chemistry Australia, tabled 

Diversity and Inclusion as a topic 

for awareness and action for the 

industry, at the Governing Council 

meeting 

 • Sean Taylor (Komatsu) spoke 

about Diversity and Inclusion and 

Male Champions of Change at the 

Australian Institute of Quarrying 

conference 

 

Creating accountability
Undertook a review of gender equality 

data analysis and target setting in 

our organisations, resulting in many 

reconsidering current approaches 

to establishing targets, monitoring, 

reporting and accountability for targets.  

Disrupting the status quo
Led innovative action within member 

organisations to disrupt the status quo 

on gender equality. For example:

 • Hanson successfully designed and 

implemented a “Women Driving 

Transport Careers program” which 

provided access to a new talent 

pool by offering women with a 

motor car licence a free, four-week 

intensive driver training program 

followed by full-time employment 

as trainee concrete agitator and 

quarry tipper drivers. The program 

resulted in the employment of 7 

women and will be repeated across 

multiple regions in 2020 

 • Viva Energy successfully recruited 

women into non-traditional areas 

including 14 part-time operators 

at the Geelong Refinery, GM 

Consumer (Executive team) and 

Head of Investor Relations

 • BASF introduced ‘Flexi-Pathways’, 

which offers employees the 

opportunity to self-nominate for a 

project outside of their day-to-day 

role. The initiative is designed to 

enable men and women a way to 

develop into leadership roles

 • Transdev launched their “Journey 

Maker Academy” which offers 

funding for the bus licensing 

program while training new hires on 

how to be a bus driver. As a result 

of the introduction of this program 

in the Melbourne business, the 

applications received by women 

interested in becoming bus drivers 

doubled to 24.0% and the number 

of women hired doubled to 14.0%, 

in the Melbourne business alone

 • Cummins achieved 18.0% 

women’s representation in their 

apprenticeship intake in 2019 

against an industry average of 

2.5%. Cummins has taken a 

multifaceted approach to the 

recruitment and development 

of women apprentices over 

a number of years. The key 

drivers of success have included 

multimedia promotions, targeted 

advertising, strong partnerships 

with Cummins Technical Education 

for Communities project, Cummins 

Powers Women, Girls Academy, 

local schools, local TAFE’s, 

Women In Trades networks and 

S.A.L.T (Supporting And Linking 

Tradeswomen). Cummins also 

runs highly successful Women in 

Automotive events at their capital 

city Branches for years 10,11 and 

12 school students

 • Transdev and Komatsu have both 

launched national campaigns to 

address everyday sexism in the 

workplace 

 • Transdev has reached 33.0% 

women’s representation in their 

rail business against an industry 

average of 20.0% 

 

Dismantling barriers for carers
Led innovative actions to dismantle 

barriers for carers, for example, 

Konica Minolta launched its unique 

12 weeks paid parental leave policy 

which is available to both parents 

(negating primary and secondary 

carer terminology), and is available 

retrospectively for 3 years pro rata. 

Gender equality in society
Introduced new programs and initiatives 

to support the advancement of gender 

equality in society. For example:

 • Konica Minolta, Transdev, Komatsu 

and Viva Energy have implemented 

or updated domestic and family 

violence leave policies 

 • Viva Energy announced their 

sponsorship for AFL Women 

Geelong Cats team, reinforcing 

their commitment to supporting 

women in non-traditional roles and 

supporting the “Pathway to Pay 

Equality for Elite Women Athletes”
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Table 1: MCC practical actions

Stepping up as 
Leaders

Leadership Commitment – communication, D&I Strategy, Council or similar

Leaders’ Behaviour – gender equality embedded in expectations of leaders

MCC Panel Pledge – commitment by CEO / Head of Business

Disrupting the 
Status Quo

Merit – systems and structures address “merit trap” in recruitment, promotion, bias

Gender Equal Public Face – test external image of organisation for gender equality

Sponsorship – practice expected of all leaders

Everyday Sexism – action to highlight and address

Sexual Harassment – formal policy or strategy to prevent and address, including complaints/grievance processes

Flexible Work – approach to mainstreaming flexibility

Backlash and Buy-in – specific action to address and amplify

Sexual Harassment – training for all managers on how to prevent and address

Dismantling 
Barriers for 
Carers

Parental Leave – flexible access for all parents

Superannuation – paid during paid and unpaid parental leave periods

Gender 
Equality in 
Society

Domestic and Family Violence – action to address as a workplace issue

Future of Work – organisation giving consideration to gender equality

UN “Women’s Empowerment Principles” (WEPs) – organisation signed on

Creating 
Accountability

Gender Equality Targets – annual public reporting

Gender Equality KPIs – in scorecards of CEO / Head of Business direct reports

Gender Pay Equity – audit completed and actioned at least every two years

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

  
Complete or currently underway

  
 In plan to commence or complete by 2020

  
Under consideration

Table 2: Gender balance in leadership

Gender balance in leadership, recruitment, graduates and promotions

  Impact details

Women’s Representation (%)

National 2017 Group 
Organisations

Benchmark 
Year

Overall 
Employees

Key 
Management 
Personnel

Other Execs 
/ General 
Managers

Senior 
Managers

Other 
Managers

Non-
Managers

Board

Aggreko 2018 25.0 25.0 0.0 0.0 18.2 26.0 42.9 

BASF 2018 26.5 25.0 33.3 13.8 23.7 28.0 12.5 

Cummins * 2018 16.6 38.9 16.7 25.0 18.1 16.0 50.0

Hanson Australia 2018 9.7 18.2 10.0 15.0 8.1 9.7 0.0 

Komatsu 2018 15.8 0.0 9.5 19.2 11.3 15.9 0.0 

Konica Minolta 2018 23.0 25.0 14.3 25.0 25.0 22.9 0.0 

Transdev 2018 15.1 28.6 23.1 31.9 23.5 14.6 -

Viva Energy 2018 23.4 33.3 40.0 43.3 26.6 22.5 28.6 

National 2017 Group 
Total

2018 15.3 26.2 14.4 23.0 16.5 15.0 17.1

  
Gender balance achieved  
(40%-60% women’s representation) 

  
Moving closer to gender balance since 
benchmark year

 
Increase in under-representation of 
women since benchmark year

  
Unchanged since benchmark year

  
First year reporting

*   
CEO / Head of Business (or equivalent) 
is a woman

  
Not applicable
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Recruitment Promotions 

National 2017 Group 
Organisations

Women graduates (%) Women hires (%) Women promotions (%) Overall women’s 
representation at end  
of period (%)

Aggreko 100 26.6 50.0 25.0 

BASF 100 34.7 32.3 26.5 

Cummins 44.0 17.0 19.7 16.6 

Hanson Australia 50.0 11.5 13.6 9.7 

Komatsu 33.3 11.5 17.8 15.8 

Konica Minolta - 39.7 46.2 23.0 

Transdev 55.6 25.0 40.7 15.1 

Viva Energy 100 46.3 28.3 23.4 

National 2017 Group 
Total

53.4 19.8 20.4 15.3

Table 3: Gender balance in recruitment and promotions

Recruitment   
Gender balance achieved  
(40%-60% women in graduate  
and overall recruitment) 

  
Women hires under 40% or over  
60%, and overall gender balance in  
the organisation is improving

  
Not applicable

Promotions  
Women promotions equal to or more 
than women’s representation overall

 
Women promotions at least 40%,  
but not equal to or more than  
women’s representation overall

Pay equity between men and women

National 2017 Group 
Organisations

Flexible Work
Percentage of employees reporting they have access  
to the flexibility they need (or similar wording). 

Inclusive Culture
Percentage of employees that report they have an 
inclusive employment experience (or similar wording).

Women Men All Women Men All

Aggreko - - - 74.0 79.0 78.0 

BASF - - -  -  - 76.0

Komatsu - - - 76.0 83.0 82.0 

Transdev  - - 84.0  - - 85.0 

Viva Energy 77.0 67.0 70.0 82.0 88.0 86.0 

National 2017 Group 
Averages

77.0 67.0 77.0 77.3 83.3 81.4

Table 4: Access to flexible work, and experiencing an inclusive culture

Flexible and inclusive employment experiences

There is no data available this year for gender pay equity from organisations in the National 2017 Group. We will 
work to include more detailed information in future MCC Impact Reports. 

  
Improved since first report in 2018

  
Not improved since first report in 2018

  
First year reporting in 2019

  
Data not available
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National 2017 Group 
Organisations

Percentage of employees (of those who took parental leave) who left their organisation during or at the end of their parental 
leave in the past year.

Women Men All

Aggreko 0 0 0 

BASF 0 0.3 0.2 

Cummins 0 0 0 

Komatsu 0 0 0 

Transdev 0 5.3 - 

Viva Energy 0 0 0 

National 2017 Group 
Averages

0 0.9 0

Table 5: Sexual harassment – respect and safety at work

Table 6: Exits during or at the end of parental leave

National 2017 Group 
Organisations

Percentage of employees who believe that their organisation takes a zero-tolerance approach to  
sexual harassment (or similar wording)

Women Men All

Transdev  -  - 73.0 

Viva Energy 83.0 96.0 92.0 

National 2017 Group 
Averages

83.0 96.0 82.5

  
Data not available

  
Data not available
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Appendix

Standardised occupational categories for managers 
(Source: Workplace Gender Equality Agency)

Key management personnel (KMP) – refers to those 
persons who have authority and responsibility for 
planning, directing and controlling the activities of the 
INDIVIDUAL ENTITY, directly or indirectly, including 
any director (whether executive or otherwise) of 
that entity, in accordance with Australian Accounting 
Standards Board AASB124. A defining feature of 
this category is the leaders’ influence is at the entity 
level. They are likely to be functional heads such as 
head of operations or head of finance and direct how 
that component contributes to the entity’s outcome, 
with a strategic focus. The KMP is a manager who 
represents at least one of the major functions of 
the organisation and participates in organisation-
wide decisions with the CEO/head of business (or 
equivalent). This category does not include the CEO / 
head of business.

Other executives/ general managers – Other 
executives/general managers hold primary 
responsibility for the equivalent of a department or 
a business unit within an individual entity. In a large 
organisation, this manager might not participate 
in organisation-wide decisions with the CEO/head 
of business (or equivalent) of the individual entity. 
Alternatively, this manager could have influence in 
organisation-wide decision-making forums to provide 

expertise or project development but because they do 
not actually hold authority at an entity level they would 
not be defined as a KMP. 

Senior managers – Senior managers are charged 
with one or more defined functions, departments or 
outcomes within an individual entity. They are more 
likely to be involved in a balance of strategic and 
operational aspects of management of the individual 
entity. Some decision making at this level would 
require approval from either of three management 
levels above it in the individual entity. ‘Senior 
managers’ are responsible for resourcing, budget and 
assets (capital expenditure). 

Other managers – Other managers’ plan, organise, 
direct, control and coordinate an operational function 
within an individual entity. They usually oversee 
day-to-day operations, working within and enforcing 
defined company parameters. They might implement, 
determine, monitor and review strategies, policies and 
plans to meet business needs as it relates to their 
own function/work area in the individual entity. An 
‘other manager’ is accountable for a defined business 
outcome which usually involves the management 
of resources that also includes time management, 
coordination of different functions or people, financial 
resources, and other assets (for example facilities or 
IT infrastructure). Line managers would be included in 
this category. 

Organisations Implementation Leaders

NATIONAL 2017

Aggreko Australia Pacific Rita Williams

APA Miles Ashton

Ausgrid Kathrina Bryen

BASF Kathryn O’Hehir

Cummins South Pacific Daniel Gallagher

Hanson Australia Pty Ltd Ian Hedges

Komatsu Francesca Vechi 

Konica Minolta Business Solutions Steven Davis-Raiss

Transdev Australasia Donna Jones

Viva Energy Australia Jessie Lyon

The work of Male Champions of Change is continuously informed and inspired by feedback and ideas from our staff 
and the hard work of our Implementation Leaders who support and advise each Male Champion, Special Advisor and 
Convenor with their expertise and drive for gender equality. Our Implementation Leaders are as follows:

Our thanks



For more information contact:  
 
Jo O’Brien 
Program Director 
Male Champions of Change National 2017 Group 
jo@malechampionsofchange.com

About Male Champions of Change  
Male Champions of Change is a coalition of CEOs, secretaries of 
government departments, non-executive directors and community 
leaders. Male Champions of Change believe gender equality is 
a major business, economic, societal and human rights issue. 
Established in 2010, by then Australian Sex Discrimination 
Commissioner Elizabeth Broderick, our mission is to step up beside 
women to help achieve a gender equality and a significant and 
sustainable increase in the representation of women in leadership. 

© Male Champions of Change 2019


