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boys working to end men’s violence against women and
girls, promote gender equity, healthy relationships and a
new vision of masculinity.
White Ribbon Australia, as part of this global movement,
aims to create an Australian society in which all women
can live in safety, free from violence and abuse.
We are Australia’s only national, male-led violence
prevention organisation. We work to examine the root
causes of gender-based violence, challenge behaviours
and create a cultural shift that leads us to a future without
men’s violence against women.
Through education, awareness-raising, preventative
programs, partnerships and creative campaigns, we are
highlighting the positive role men play in preventing men’s
violence against women and inspiring them to be part of
this social change.
The Research and Policy Group provides expert advice,
scholarship and general information on furthering
prevention efforts in relation to the:
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Genders at Work: Exploring the role of
workplace equality in preventing men’s
violence against women
Executive Summary
This report examines the role of workplaces, and men in workplaces in particular, in preventing
men’s violence against women.
The report begins by noting that men’s violence against women is a widespread social problem
which requires urgent action. It highlights the need for preventative measures oriented to
changing the social and structural conditions at the root of this violence, including through
settings such as workplaces.
.FOTWJPMFODFBHBJOTUXPNFOJTBXPSLQMBDFJTTVF"TXFMMBTCFJOHBCMVOUJOGSJOHFNFOUPG
women’s rights, this violence imposes very substantial health and economic costs on workplaces
and organisations.
If we are to address how workplaces can be part of the solution, we must first address how
UIFZBSFQBSUPGUIFQSPCMFNJOUISFFXBZT'JSTU XPSLQMBDFHFOEFSJOFRVBMJUJFTlJODMVEJOH
VOGBJSEJWJTJPOTPGMBCPVSBOEQPXFSBOEOPSNTPGNBMFEPNJOBODFlDPOUSJCVUFUPXPNFOT
economic and social disadvantage and men’s privilege. Workplaces thus can intensify the wider
HFOEFSJOFRVBMJUJFTJOXIJDIWJPMFODFBHBJOTUXPNFOGMPVSJTIFT4FDPOE UIFDVMUVSFTPGTPNF
workplaces encourage and institutionalise violence-supportive social norms. Women in these
institutions or in contact with their members face greater risks of victimisation, and the male
members are more likely than other men to tolerate and perpetrate violence. Third, workforces
can contribute to violence against women through the ways in which they respond to employees
who are victims of violence or its perpetrators.
Workplaces are increasingly prominent sites for violence prevention and intervention. While
most strategies focus on responses to victimisation, a growing number of companies and
PSHBOJTBUJPOTBMTPFOHBHFJOBDUJWJUJFTEFTJHOFEUPQSFWFOUNFOTWJPMFODFBHBJOTUXPNFO'PS
example, in Australia, a recent workplace pilot study has been implemented by White Ribbon
"VTUSBMJB5IJT8PSLQMBDF"DDSFEJUBUJPOQSPKFDUJEFOUJGJFTTUBOEBSETBOEDSJUFSJBGPS
workplaces to meet in order to qualify as a White Ribbon Australia Accredited Workplace.
If the workplace is to have a real impact on preventing men’s violence against women, then
efforts in part must address men. There are seven overlapping strategies through which men at
work can be engaged in change.


5ISPVHIGBDFUPGBDFFEVDBUJPOBMQSPHSBNTBOETPDJBMNBSLFUJOH XPSLQMBDFCBTFE
strategies can raise men’s awareness of issues of gender inequality in general or men’s
violence against women in particular.

2.

Workplaces can promote a culture of zero tolerance for sexist and disrespectful
behaviour.



6OEFSNJOJOHFTUBCMJTIFENBTDVMJOFOPSNTBOEDVMUVSFTJTDSVDJBMUPTVDIFGGPSUT BOE
should include moves away from traditional models of masculine leadership.



.FODBOCFJOWPMWFEUISPVHIUIFJSQSPGFTTJPOBMSPMFTUIFNTFMWFT



.FODBOCFNPCJMJTFEBTBEWPDBUFTGPSDIBOHFJOXPSLQMBDFT GPSFYBNQMFCZSVOOJOH
White Ribbon and other violence prevention campaigns at work.
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.FODBODIBMMFOHFUIFTUSVDUVSFTBOETZTUFNTBUXPSLUIBUQSPEVDFJOFRVBMJUZBOE
exclusion, including by countering unconscious bias in recruitment and promotion,
conducting gender audits, setting targets for women’s representation, and examining
gendered interactions at work.



'JOBMMZ XPSLQMBDFTDBOFODPVSBHFNFOPVUPGUIFQBJEXPSLGPSDF BEPQUJOHTUSBUFHJFTGPS
men to spend less time at work and more time involved in parenting and domestic work.

Workplace-based efforts to engage men in the prevention of men’s violence against women
JODMVEFBUUFOUJPOUPNBMFMFBEFSTA#VZJOCZMFBEFSTBOEPSHBOJTBUJPOTJTDSVDJBMJOBOZQSPHSBN
of workplace change, but this is particularly difficult when it involves unsettling the established
links between management, masculinity, and privilege. Nevertheless, there are powerful
examples of both individual men and men’s networks in workplaces acting as ‘champions’ of
violence prevention in the workplace.
0OHPJOHQBUUFSOTPGXPSLQMBDFPSHBOJTBUJPOBOEDVMUVSFSFJOGPSDFUIFVOFRVBMUSFBUNFOUPGXPNFO
BOEUIFVOGBJSQSJWJMFHJOHPGNFO'SPNXPSLJOHIPVSTBOETUSVDUVSFT UPSFDSVJUNFOU UPFNQMPZFF
care and advertising, workplaces have countless opportunities to choose either to reinforce the
old ways or to take the path to a fairer and violence-free world. The challenge for workplaces is not
LOPXJOHXIBUUPEPUPQSFWFOUWJPMFODFBHBJOTUXPNFOlJUJTGJOEJOHUIFXJMMUPEPJU
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Section 1: Men’s violence against women and its prevention
Introduction
Workplaces are key settings in which men’s violence against women can be prevented and
reduced. The workforce is the place where most men and women spend much of their daily
MJWFT.PTUXPNFOXIPBSFWJDUJNTPGEPNFTUJDBOETFYVBMWJPMFODFBSFJOQBJEXPSL .D'FSSBO
 BOETPBSFNPTUNFOXIPQFSQFUSBUFUIJTWJPMFODF7JPMFODFBOEBCVTFBGGFDUXPNFOT
QBSUJDJQBUJPOJOQBJEXPSLBOEJNQPTFTVCTUBOUJBMDPTUTPOXPSLQMBDFTBOECVTJOFTTFT0OUIF
POFIBOE XPSLQMBDFDVMUVSFTNBZUPMFSBUFPSDPOUSJCVUFUPNFOTWJPMFODFBHBJOTUXPNFO0O
the other, workplaces can play key roles in prevention.
This report examines the role of workplaces in preventing men’s violence against women.
Workplaces are a largely untapped resource in the work of primary prevention of men’s violence
against women. While there are obvious ways in which workplaces are affected by violence
against women, initiatives which engage workplaces in systematic ways in prevention are
only just beginning. Contemporary initiatives in Australia include the White Ribbon Australia
8PSLQMBDF"DDSFEJUBUJPO1SPHSBN XIJDIDPNNFODFEJO BOE:.$"7JDUPSJBT:3FTQFDU
(FOEFS1SPKFDU B7JDUPSJBO)FBMUI1SPNPUJPO'PVOEBUJPOGVOEFEQSPKFDUUIBUBMTPDPNNFODFE
JO
In recent years there has been an increasing focus on the need to engage men in the process
of ending men’s violence against women. The White Ribbon Campaign itself is one example
of such a focus, and there are an increasing number of others in diverse parts of the world.
This focus on the need to engage men recognises the gendered nature of the underlying
factors contributing to men’s violence against women, including structurally based gender
inequalities, and the way masculinity is constructed and maintained across our society. If we are
to prevent this violence before it occurs we must engage men in the process of examining not
just their relationship with women, but also their relationship with each other, with the dominant
representations of masculinity in their culture, and the way in which masculinity functions as a
system of control and privilege.
The White Ribbon Campaign focuses in particular on the positive roles which men can play in
stopping men’s violence against women. Reflecting that focus, we pay particular attention to men
at work. We explore the obstacles to prevention represented by traditional masculine workplace
cultures and by men’s resistance to gender equality, and in turn, we highlight effective ways to
engage men as advocates for the elimination of violence against women.
The report begins with a short introduction to the extent of the problem of men’s violence against
women, and its prevention.
Men’s violence against women
The term ‘men’s violence against women’ refers to the wide variety of forms of violence and
abuse perpetrated by men against women, including physical and sexual assaults and other
behaviours which result in physical, sexual, or psychological harm or suffering to women. The
term is a useful, catch-all term for a range of forms of violence which women experience, and
includes domestic or family violence, rape and sexual assault, sexual harassment, and other
forms of violence.



4FFGPSFYBNQMFUIF*OTUJUVUP1SPNVOEPJO#SB[JM .FO"HBJOTU3BQFBOE%JTDSJNJOBUJPO ."3% JO
*OEJB BOEUIF4POLF(FOEFS+VTUJDFOFUXPSLJO4PVUI"GSJDB
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%BUBGSPNBDSPTTUIFHMPCFEPDVNFOUTUIBUTVCTUBOUJBMQSPQPSUJPOTPGXPNFOFYQFSJFODF
violence. A recent international report notes that PWFSBMM QFSDFOUPGXPNFOXPSMEXJEF
have experienced either physical and/or sexual intimate partner violence or non-partner sexual
WJPMFODF 8PSME)FBMUI0SHBOJTBUJPO )FSFJn Australia,
q The Personal Safety SurveyGJOETUIBUOFBSMZPOFJOTJYXPNFO QFSDFOU IBWF
FYQFSJFODFEWJPMFODFCZBDVSSFOUPSQSFWJPVTQBSUOFSTJODFUIFBHFPG "#4 
q The Australian component of the International Violence Against Women Survey finds
UIBUPWFSBUIJSEPGXPNFO QFSDFOU XIPIBWFFWFSIBEBCPZGSJFOEPSIVTCBOESFQPSU
experiencing at least one form of violence during their lifetime from an intimate male
QBSUOFS .PV[PTBOE.BLLBJ 
Efforts to name, respond to, and prevent the problem of men’s violence against women have
CFFOQJPOFFSFEBCPWFBMMCZXPNFOTNPWFNFOUTBOEGFNJOJTN'FNJOJTUBDUJWJTNBOEUIFPSZ
has involved a thorough critique of the gender inequalities which disadvantage women and
privilege men, and men’s violence against women has been widely identified as a central element
JOUIJTJOKVTUJDF.FOTWJPMFODFBHBJOTUXPNFOUIVTIBTCFFOUIFGPDVTPGBOFOPSNPVTBNPVOU
of feminist activism, struggle and theorising.
In Australia as in other countries, feminist activism made men’s violence against women a
QVCMJDJTTVFBOEBTPDJBMQPMJDZDPODFSO 1IJMMJQT #FHJOOJOHJOUIFFBSMZT 
feminist efforts have led to progress in legislation, the creation of domestic and sexual violence
units within police forces and other institutions, government funding for refuges, counselling,
community education, and rehabilitation, and national government agendas on violence against
XPNFO -BJOH 'FNJOJTUBOEWJPMFODFGPDVTFEHSPVQTBOEPSHBOJTBUJPOTIBWFXPSLFE
to establish legal and other protections for the victims of men’s violence, to criminalise violent
behaviour and impose community and legal sanctions on its perpetrators, and to undermine
cultural and institutional supports for violence against women through community education,
activism and advocacy.
An emphasis on the need to preventNFOTWJPMFODFBHBJOTUXPNFOlCZDIBOHJOHUIFTPDJBMBOE
TUSVDUVSBMDPOEJUJPOTBUUIFSPPUPGUIJTWJPMFODFlIBTMPOHCFFOQBSUPGGFNJOJTN"UUIFTBNF
UJNF BOEESBXJOHPOBIFBMUIQSPNPUJPOGSBNFXPSL UIFTTBXBOJODSFBTJOHFNQIBTJTPO
what is termed primary prevention. In this framework, primary prevention refers to activities which
UBLFQMBDFCFGPSFWJPMFODFIBTPDDVSSFEUPQSFWFOUJOJUJBMQFSQFUSBUJPOPSWJDUJNJTBUJPO4FDPOEBSZ
prevention involves immediate responses after violence has occurred to deal with the short-term
consequences of violence, to respond to those at risk, and to prevent the problem from occurring
or progressing. Tertiary prevention involves long-term responses after violence has occurred
to deal with the lasting consequences of violence, minimise its impact, and prevent further
perpetration and victimisation. These different activities complement and reinforce each other.
Alongside a growing emphasis on primary prevention, the health promotion framework has
seen the development of a number of other trends in the violence prevention field. These
include increased emphases on comprehensive approaches which address multiple levels of
the social order, the value of evaluation and evidence of effectiveness, and the targeting of the
social determinants or causes of violence against women associated with particular settings,
DPNNVOJUJFTBOETPDJBMEZOBNJDT 8BMLFSet al. 
0OFTJHOJGJDBOUEFWFMPQNFOUJOUIFWJPMFODFQSFWFOUJPOGJFMEJTBOJODSFBTFEFNQIBTJTPO
TFUUJOHTCBTFEQSFWFOUJPOlPOXPSLJOHJOBOEUISPVHIQBSUJDVMBSGPSNBMBOEJOGPSNBMDPOUFYUTUP
make progress in preventing violence against women. Children, young people, and schools have
long been a significant focus of prevention activity, particularly through respectful relationships
education in schools, but there is now increased attention to school settings as important in the
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success of prevention efforts. This is visible for example in assessments of ‘school readiness’ to
implement violence prevention. Three other settings which are increasingly prominent in violence
prevention in Australia are sporting institutions and cultures, military forces, and workplaces.
#FGPSFFYBNJOJOHXPSLQMBDFTSPMFTJOQSFWFOUJPO XFPVUMJOFIPXNFOTWJPMFODFBHBJOTUXPNFO
is a problem in and for workplaces.

Section 2: Men’s violence against women as a workplace issue
5IFSFBSFWJDUJNTBOEQFSQFUSBUPSTPGNFOTWJPMFODFBHBJOTUXPNFOJOFWFSZXPSLQMBDF0OF
TVSWFZGJOETUIBUUXPUIJSETPGXPNFOWJDUJNTPGNFOTWJPMFODFBSFJOQBJEFNQMPZNFOU .D'FSSBO
 *OUVSO JUJTMJLFMZUIBUNBOZJGOPUNPTUPGUIFNFOXIPQFSQFUSBUFWJPMFODFBHBJOTU
women and girls are in paid employment. Whether it occurs outside or within the workplace,
men’s violence against women has a direct impact on women’s and men’s participation at work,
and workplaces themselves may contribute to or tolerate violence against women.
*OBEEJUJPO XPNFOBSFTVCKFDUFEUPWJPMFODFJOXPSLQMBDFTUIFNTFMWFT'PSFYBNQMF
q QFSDFOUPGXPSLJOHXPNFOIBEFYQFSJFODFEWJPMFODFBUXPSLXJUIJOUIFMBTUGJWF
years, according to a representative survey in the state of Victoria, Australia. This
WJPMFODFJODMVEFECFJOHTXPSOBUPSTIPVUFEBUIPTUJMFCFIBWJPVSTCFJOHJOUJNJEBUFEPS
UISFBUFOFECVMMZJOHWJDUJNJTBUJPOQIZTJDBMBUUBDLTSBDJBMIBSBTTNFOU TFYVBMIBSBTTNFOU 
SPCCFSZXPVOEJOHPSCBUUFSJOHTUBMLJOHBOESBQF 63$05 
q 0OFRVBSUFSPGXPNFO QFSDFOU BHFEZFBSTBOEPMEFSIBWFFYQFSJFODFETFYVBM
IBSBTTNFOUJOUIFXPSLQMBDFJOUIFQBTUGJWFZFBST "VTUSBMJBO)VNBO3JHIUT$PNNJTTJPO
 
q *OBTVSWFZDPNQMFUFECZPWFS VOJPONFNCFSTJO"VTUSBMJB XJUIQFSDFOU
PGSFTQPOEFOUTGFNBMF OFBSMZPOFUIJSEPGSFTQPOEFOUT QFSDFOU IBEQFSTPOBMMZ
FYQFSJFODFEEPNFTUJDWJPMFODF .D'FSSBO "NPOHUIPTFJOEJWJEVBMTXIPIBE
FYQFSJFODFEEPNFTUJDWJPMFODFJOUIFMBTUNPOUIT OFBSMZPOFJOGJWF QFSDFOU 
reported that the violence continued at the workplace, for example through abusive
QIPOFDBMMTBOEFNBJMTBOEUIFQBSUOFSQIZTJDBMMZDPNJOHUPXPSL .D'FSSBO 
A workplace issue
%PNFTUJDWJPMFODF TFYVBMWJPMFODF TFYVBMIBSBTTNFOU BOEPUIFSGPSNTPGWJPMFODFBHBJOTU
women have a profound impact on workplaces. Key impacts of this violence include “higher rates
of absenteeism, loss of productivity, reduced employee morale and increased need for support
JOUIFXPSLQMBDFGPSWJDUJNTt 8FMMTet al. %PNFTUJDWJPMFODFIBTBEJSFDUJNQBDUPO
the economy. In Australia for example, the economic cost of violence against women and their
DIJMESFOXBTFTUJNBUFEUPCFCJMMJPOJO National Council to Reduce Violence Against
8PNFOBOEUIFJS$IJMESFO  There is increasing recognition among employers that there
are both ethical and economic reasons to address and prevent violence against women.
3FDFOUSFTFBSDICZ,1.(QVUTUIFDPTUPGUIJTWJPMFODFBU64%CJMMJPOQFSZFBS PS
SPVHIMZQFSDFOUPG"VTUSBMJBT(%1 ,1.( 
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.FOTWJPMFODFBHBJOTUXPNFOIBTCPUIEJSFDUBOEJOEJSFDUJNQBDUTPOXPSLBOEFNQMPZNFOU
%PNFTUJDWJPMFODFIBTTJHOJGJDBOUOFHBUJWFDPOTFRVFODFTGPSXPNFOTQIZTJDBMBOENFOUBM
health, both short and long-term, and in turn these diminish their workforce productivity and
QBSUJDJQBUJPO .VSSBZBOE1PXFMM8PNFOT)FBMUI7JDUPSJB &DPOPNJD
costs associated with victimisation include absenteeism, lost productivity related to use of sick
leave, distraction and lack of concentration, underperformance, poor workplace relationships,
access to employment support services etc., and staff replacement. There are further, second
generation costs to do with counselling, changing schools, child protection, increased use of
HPWFSONFOUTFSWJDFT BOEKVWFOJMFBOEBEVMUDSJNF "DDFTT&DPOPNJDT %PNFTUJDWJPMFODF
has wider impacts at work. 'SJFOET GBNJMZBOEDPMMFBHVFTNBZBMTPUBLFMFBWFGSPNwork for
various reasons, and staff may try to protect or support victims 8PNFOT)FBMUI7JDUPSJB
 %PNFTUJDWJPMFODFBMTPJNQFEFTXPNFOTDBQBDJUZUPHBJOBOENBJOUBJOFNQMPZNFOU
.VSSBZBOE1PXFMM "T.D'FSSBO  TVNNBSJTFT
The evidence is that women with a history of domestic violence have a more disrupted
work history, are consequently on lower personal incomes, have had to change jobs more
often and are employed at higher levels in casual and part time work than women with no
experience of violence.
%PNFTUJDWJPMFODFBMTPNBZADPNFUPXPSL XJUIUIFXPSLQMBDFBTJUFPGEPNFTUJDWJPMFODFBOE
BTTPDJBUFECFIBWJPVSTJUTFMG'PSFYBNQMF WJDUJNTNBZFYQFSJFODFQIZTJDBMPSWFSCBMIBSBTTNFOU
by perpetrators during work hours, and they may be stalked at or around their workplaces
.VSSBZBOE1PXFMM8PNFOT)FBMUI7JDUPSJB .FOTFFLJOHUPDPFSDFBOE
control their female partners or ex-partners may target them at work to increase their control and
DPNQSPNJTFUIFJSFDPOPNJDJOEFQFOEFODF .D'FSSBO 
While domestic violence impacts on employment, employment in turn impacts on domestic
violence. Participation in paid work allows some women to find assistance and support, to
benefit from financial security and independence, and to maintain social networks and support
XIJDIDBOCFWJUBMJOHBJOJOHTBGFUZ .VSSBZBOE1PXFMM #FJOHJOFNQMPZNFOUJTB
LFZQBUIXBZUPXPNFOMFBWJOHBWJPMFOUSFMBUJPOTIJQ .D'FSSBO 8PNFONBZTFFL
assistance in the workplace for experiences of violence, whether these occur inside or outside
UIFXPSLQMBDFTFUUJOH UISPVHIXPSLQMBDFTVQQPSUNFDIBOJTNTBOEDPMMFHJBMOFUXPSLT 1PXFMM
 

Section 3: Workplaces, gender inequality, and violence against women
The focus of this paper is on the potential for the workplace to be included as a location where
men are engaged with the task of advancing the equality of women, in order that, over time,
we can eliminate men’s violence against women. If the workplace is to be part of the solution
to gender inequity, it is important that we first understand the ways in which workplaces have
been part of the problem. Work, and by extension the places where work is conducted, is a
IJHIMZHFOEFSFEQBSUPGIVNBODVMUVSF.FOTSFMBUJPOTIJQXJUIXPSL BOEUIFNFBOJOHPGXPSL
for men, has been closely linked to the formation of men’s identity and sense of place in the male
world. Work has also been one of the most significant ways that men have built and maintained
dominance over women in most cultures. Therefore, any actions that advocate for work and
workplaces to be gender-equitable will have impacts far beyond the workplace itself. And,
because such actions continue to create resistance in our society, the workplace will also be a
location of such resistance.
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Workplaces themselves may contribute to the problem of men’s violence against women. To the
extent that workplace norms and relations are marked by gender inequality, they intensify the
wider gender inequalities in which violence against women flourishes.
Workplaces can contribute to men’s violence against women both indirectly and directly, as
we discuss in more detail below. Indirectly, the gendered patterns of workplaces can feed into
violence against women by increasing women’s vulnerability to victimisation and men’s likelihood
PGBOEPQQPSUVOJUZGPSQFSQFUSBUJPO4QFDJGJDBMMZ QBUUFSOTPGQBJEXPSLNBZTVTUBJOXPNFOT
FDPOPNJDEFQFOEFODFPONFOBOENFOTFDPOPNJDQSJWJMFHFBOEQPXFS%JWJTJPOTPGQBJE
work often intersect with women’s greater burden of parenting and domestic work. Also, to
the extent that men’s interpersonal power over women is exercised and reproduced at work, it
increases men’s sense of license also to exercise power over women in the ‘private’ domains of
relationships and families. That is, if men learn at work to expect entitlement over and deference
from women, they may also expect this from women in other contexts.
.PSFEJSFDUMZ XPSLQMBDFTDBODPOUSJCVUFUPNFOTWJPMFODFBHBJOTUXPNFOCZJOUFOTJGZJOHUIF
sexist and violence-supportive social norms which inform men’s use of violence. And to the
extent that workplaces fail to respond to victims or perpetrators of violence, they leave the
problem to continue.
Workplaces are influential spaces in which gender-inequitable norms and behaviours may be
FOGPSDFE PSDIBMMFOHFE)PXUIFOBSFXPSLQMBDFTJNQMJDBUFEJOUIFHFOEFSJOFRVBMJUJFTXIJDI
are the foundation of men’s violence against women?
Work and gender inequalities
Paid work and the workforce are characterised by persistent gender inequalities. Gender
inequalities are visible in the first instance in wages, economic decision-making, and the kinds of
XPSLNFOBOEXPNFOEP'PDVTJOHPOXBHFT JO.BZ UIFBWFSBHF NFBO OPONBOBHFSJBM
BEVMUIPVSMZPSEJOBSZUJNFDBTIFBSOJOHTGPSGFNBMFTXBT DPNQBSFEUPGPSNBMFT
.FBOBEVMUXFFLMZUPUBMDBTIFBSOJOHTGPSGFNBMFFNQMPZFFTXBT5IJTSFQSFTFOUT
QFSDFOUPGUIFNFBOBEVMUXFFLMZUPUBMDBTIFBSOJOHTGPSNBMFFNQMPZFFT   "#4
 5IFEJGGFSFODFCFUXFFOUIFFRVJWBMFOUBWFSBHFGVMMUJNFNBMFJODPNFBOEUIFBWFSBHF
GVMMUJNFGFNBMFJODPNFJTDVSSFOUMZQFSDFOUBOEIBTSFNBJOFETUVDLBUBSPVOEUIJTMFWFMGPS
close to two decades. Even starting salaries for new graduates show a considerable gender gap
8PSLQMBDF(FOEFS&RVBMJUZ"HFODZ 
&DPOPNJDEFDJTJPONBLJOHJTEPNJOBUFECZNFO-PPLJOHBUUIF$IJFG&YFDVUJWF0GGJDFST
$&0T JOUIFUPQ "49 QVCMJDMZMJTUFEDPNQBOJFT XPNFOPDDVQZPOMZQFSDFOUPG$&0
QPTJUJPOT1VUUJOHUIJTBOPUIFSXBZ NFOPDDVQZQFSDFOUPGUIFTFQPTJUJPOT "#4 
5IJTIBTDIBOHFEMJUUMFJOBEFDBEFUFOZFBSTBHP UIFGJHVSFXBTQFSDFOU.FOBSF
QFSDFOUPGUIF#PBSE%JSFDUPSTJOUIFUPQDPNQBOJFT*UJTXPSUIOPUJOHUIBUUIFTJUVBUJPOJT
RVJUFEJGGFSFOUJOUIFDPNNVOJUZTFDUPS :8$""VTUSBMJB *OXPSLQMBDFTJOHFOFSBM XIJMF
there has been some progress towards gender equality in middle management, men continue to
dominate the upper echelons of economic power. This represents a vertical segmentation of the
labour market, but there is also a horizontal segmentation, with women highly concentrated in
some occupations or industries and men in others.
Work has long been gendered: men and women have laboured at different things, and men’s and
XPNFOTXPSLIBWFIBEEJGGFSFOUNFBOJOHTBOETUBUVTFT'FNBMFFNQMPZFFTSFQSFTFOUNPSFUIBO
QFSDFOUPGFNQMPZFFTJOUIFDMFSJDBMBOEBENJOJTUSBUJWF DPNNVOJUZBOEQFSTPOBMTFSWJDFT 
and sales sectors of the workforce. In contrast, machinery operators and drivers, technicians and
USBEFTXPSLFST MBCPVSFSTBOENBOBHFSTBSFPWFSQFSDFOUNBMFFNQMPZFFT8PNFODPNQSJTF
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QFSDFOUPGIFBMUIDBSFBOETPDJBMBTTJTUBODFXPSLFST BOEQFSDFOUPGFEVDBUJPOBOE
USBJOJOHXPSLFST*ODPOUSBTU PWFSQFSDFOUPGTDJFODFBOEUFDIOJDBMQSPGFTTJPOBMTBSFNFO
0OMZQFSDFOUPGNBOBHFSTBSFXPNFO 8PSLQMBDF(FOEFS&RVBMJUZ"HFODZ 
(FOEFSFEEJWJTJPOTPGMBCPVSBMTPBSFWJTJCMFJOVOQBJEXPSL.FODPOUJOVFUPEPGBSMFTT
QBSFOUJOHBOEEPNFTUJDXPSLUIBOXPNFO'PSNFO UIFBWFSBHFUJNFQFSEBZTQFOUPOUPUBM
EPNFTUJDBDUJWJUJFT BUIPVSNJOVUFTJO IBTOPUDIBOHFETJODF'PSXPNFO UIF
BWFSBHFUJNFTQFOUPOEPNFTUJDBDUJWJUJFTIBTEFDMJOFEPWFSUJNF GSPNIPVSTBOENJOVUFTJO
UPIPVSTNJOVUFTBEBZJO )FBEFZ 
Inequalities in unpaid, domestic work and in paid work are mutually reinforcing. Research has
shown that women’s career progression is impacted by the inability of workplaces to adequately
cater for the breaks that women have when they have children, or when they choose to care for
FMEFSMZSFMBUJWFT )FXMFUU 5IJTJNQBDUJTOPUTJNQMZCFDBVTFPGUIFBDUVBMUJNFBXBZGSPN
work, but also because of the potential for these breaks to result in women being viewed as less
committed to their careers and less reliable.
8PSLPGUFOGBJMTUIFSFGPSFUPDSFBUFFDPOPNJDJOEFQFOEFODFGPSXPNFO'PSFYBNQMF XPNFO
BSFPWFSSFQSFTFOUFEJOXIBUJTLOPXOBTJOTFDVSFXPSLlQBSUUJNFBOEDBTVBMXPSL BOEPUIFS
arrangements without access to entitlements such as sick leave and annual leave. The gendered
nature and impacts of insecure work is well documented in a recent report commissioned by the
"$56 )PXF .VOSP #JEEJOHUPOBOE$IBSMFTXPSUI *OEVTUSJFTXIJDIIBWFIJTUPSJDBMMZIBE
higher rates of female employees have also tended to be those which have been the most poorly
QBJElTVDIBTDIJMEDBSFXPSLFST TPDJBMXPSLFST BOEPUIFSDPNNVOJUZXPSLFST5IFDPNCJOBUJPO
of women’s lower salaries, periods of time away from work in order to look after children, and
over-representation in casual and part time work, means that women retire with considerably less
superannuation than men.
)JTUPSJDBMMZ UIFSFBSFQPXFSGVMDPOOFDUJPOTCFUXFFONFOTJEFOUJUJFTBOEQBJEXPSL8PSLPGUFO
IBTCFFOUIFQSJNBSZXBZJOXIJDINBOZNFOEFGJOFUIFJSWBMVFBOECFJOH 1FBTF 5IJT
reflects the longstanding expectation that men will provide economically for themselves and their
GBNJMZ 1FBTF 4VDDFTTBUXPSLCFDBNFUIFNPTUJNQPSUBOUTVDDFTTJOBNBOTMJGF 
and the way that a man could be confident that he indeed was BNBO 3BP 4UVBSUBOE,FMMFIFS
 5IFACSFBEXJOOFSSPMFIBTCFFOFRVBUFEXJUIGVMMNBTDVMJOFBOEBEVMUTUBUVT*OUIJT
sense, masculinity is measured by what men earn. Thus, “for many men, employment provides
the interrelated economic and symbolic benefits of financial rewards, skills, careers, power and
TUBUVTt $PMMJOTPO 
5PEBZ XPSLDPOUJOVFTUPCFDMPTFMZBTTPDJBUFEXJUINBTDVMJOFJEFOUJUZ'SPNBWFSZZPVOHBHF
boys are asked what they hope to ‘be’ when they grow up, meaning, what work they will do.
Rituals of male initiation, which once happened as part of community life, are now most often
BTTPDJBUFEXJUIXPSLlQBUUFSOTPGUFBTJOHBJNFEBUKVOJPSBQQSFOUJDFT PSUIFAIB[JOHUIBU
IBQQFOTJONJMJUBSZTDIPPMTBOEPUIFSQMBDFT4PDJBMOPSNTFNQIBTJTFUIBUUIFAQSPQFSUIJOH
for a man to do is work, with unemployment, or even part time or casual work, continuing to be
BTJHOJGJDBOUTUJHNB"TJTDPNNPOMZTUBUFE NFOBSFXPSLFSTXIPNBZPDDBTJPOBMMZQBSFOU
women are parents who may occasionally work.
Contemporary workplaces continue to be organised in ways which reflect and reinforce gender
inequalities. These are evident for example in the timing of work and norms of leadership
BOENBOBHFNFOU%FTQJUFUIFNPWFUPSFUBJMUSBEJOH BOETPNFPUIFSGBDUPSTTVDIBT
DPOUJOVPVTNBOVGBDUVSJOHMJOFT UIFWBTUNBKPSJUZPGXPSLQMBDFTTUJMMPQFSBUFPOBBNUPQN
basis, a pattern which in most places is not aligned with school operating hours. This pattern
assumes that the worker has no responsibility for delivering children to school or picking them
VQBHBJO'BDUPSJOHJOUIFUJNFUIBUJTPGUFOUBLFOJOUSBWFMMJOHUPBOEGSPNUIFXPSLQMBDF JUNBZ
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well mean that the worker is also unable to participate in the daily routines of young children.
It is, in other words, a pattern that assumes the traditional gendered division of labour. This
pattern is also discernible in the number of hours worked per week, with men more likely to
CFXPSLJOHGVMMUJNF BOEXPNFONPSFMJLFMZUPCFXPSLJOHQBSUUJNFPSDBTVBMMZ "TPG+VMZ
 XPNFODPOTUJUVUFQFSDFOUPGBMMQBSUUJNFFNQMPZFFT QFSDFOUPGBMMGVMMUJNF
FNQMPZFFT BOEQFSDFOUPGBMMDBTVBMFNQMPZFFT 8PNFOTQBSUJDJQBUJPOJOUIFXPSLGPSDF
has generated adaptations to this gendered pattern in the form of flexible working arrangements.
Interestingly, numbers of reports suggest that both men and women are reluctant to make use of
these arrangements, recognizing that there could be penalties for using them because they are
contrary to the acceptable norm.
.FOTNPOPQPMZPGUIFVQQFSFDIFMPOTPGCVTJOFTTBOEQVCMJDTFDUPSJOTUJUVUJPOTJTTVTUBJOFE
in part by gendered constructions of leadership. There is a powerful overlap between dominant
constructions of masculinity and dominant constructions of management and leadership,
producing a taken-for-granted association between maleness and organisational power. There
is a two-way relationship between the many symbolic expressions of the authority and status of
NBOBHFSTBOEPGUIFBVUIPSJUZBOETUBUVTPGNFO $PMMJOTPOBOE)FBSO 8PSLQMBDF
leadership styles long have been based on masculine-normative expectations that emphasise
power and control over others, hierarchical arrangements, and the importance of individual
TVDDFTTBOEHMPSZ-FBEFSTOFFEUPCFUPVHI XPSLMPOHIPVST QVUJOUIFAIBSEZBSET BOE
make the ‘hard calls’. Various reports note the difficulties that women face in engaging with
these leadership styles. If they adopt the overly masculine approach they are seen as betraying
UIFJSHFOEFSJGUIFZBEPQUBTUZMFXJUIEJGGFSFOUWBMVFTUIFZBSFOPUTFFOBTCFJOHBHPPEMFBEFS
3VENBO 'PSNFOPOUIFPUIFSIBOE UIFSFBSFOPDPOUSBEJDUJPOTCFUXFFOCFJOHB
TVDDFTTGVMNBOBHFSBOEBTVDDFTTGVMNBO 8IJUFIFBE 
Gender inequalities in paid work are sustained not only by unfair divisions of labour and power
BOEHFOEFSFETPDJBMOPSNT CVUCZNFOTBDUJWFNBJOUFOBODFPGXPNFOTTVCPSEJOBUJPO.FO
have used a variety of strategies to resist women’s entry into their workplaces and institutions
PSUPNBJOUBJOUIFTVCPSEJOBUJPOPGUIPTFXPNFOBMSFBEZUIFSF)JTUPSJDBMMZ NFOIBWFSFTJTUFE
women’s entry using formal barriers to women’s employment such as discriminatory laws and
JOTUJUVUJPOBMQPMJDJFTBOEVOJPOSVMFT.PSFSFDFOUMZ BTTUVEJFTBNPOHQPMJDFJO"VTUSBMJBBOEUIF
64EFNPOTUSBUF GPSFYBNQMF NBMFTVQFSJPSTBOEDPXPSLFSTIBWFVTFEVOEVMZIBSTIUSFBUNFOU
of women, ridicule, anti-women remarks, demeaning terms of address, sexual innuendo, bullying,
BOETFYVBMIBSBTTNFOU &WFMJOFBOE)BSXPPE1SPLPTBOE1BEBWJD 
Particularly in male-dominated settings, men who do not go along with dominant masculine
norms of hostility towards female workers and superiors themselves may be targeted for abuse
&WFMJOFBOE)BSXPPE 
.BMFQSJWJMFHFJOXPSLQMBDFTBOEJOTUJUVUJPOTJTBMTPNBJOUBJOFEUISPVHINFOTDPMMFDUJWFTPDJBM
relations. In some workplaces, male workers maintain sex-based job segregation, male bonding,
and male-focused networking by emphasising gender boundaries in friendship and group
relations. They exclude women from informal networks, give greater acknowledgement of each
PUIFSTQSFTFODFUIBOPGXPNFO BOEGPDVTPOFBDIPUIFSTDPNQBOZBOEBQQSPWBM .JMMFS
1FBTF1SPLPTBOE1BEBWJD 
In short, gender inequalities at work are produced and sustained by a variety of processes. To
summarise,
6OKVTUHFOEFSSFMBUJPOTBSFNBJOUBJOFECZJOEJWJEVBMNFOTTFYJTUBOEHFOEFSFEQSBDUJDFT 
masculine workplace cultures, men’s monopolies over decision-making and leadership,
BOEQPXFSGVMDPOTUSVDUJPOTPGNBTDVMJOJUZBOENBMFJEFOUJUZ 'MPPEBOE1FBTF
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These inequalities have an enormous impact on men’s and women’s experience of work,
JODMVEJOHUIFUZQFTPGPDDVQBUJPOTJOXIJDIUIFZBSFQSPNJOFOUPSOPUUIFJSSBUFTPGQBZUIFQBDF
BUXIJDIUIFZBSFBCMFUPQSPHSFTTUIFJSDBSFFSTUIFJSBCJMJUZUPSFBDIUIFJSQSPGFTTJPOBMHPBMTBOE
their overall influence in public life.
Workplaces and violence-supportive social norms
Workplaces can increase the risk of violence victimisation or perpetration through their production
and maintenance of gender inequalities in general, but they also can do so by fostering violencesupportive social norms in particular. There is now substantial evidence that violence-supportive
attitudes are encouraged and institutionalised in the peer relations and cultures of particular
PSHBOJTBUJPOTBOEXPSLQMBDFT%BUBPOUIJTDPNFTMBSHFMZGSPNNBMFEPNJOBUFEVOJWFSTJUZ
DPMMFHFT TQPSUJOHDMVCT XPSLQMBDFT BOENJMJUBSZJOTUJUVUJPOT 'MPPEBOE1FBTF 
It is clear that some workplaces are more dangerous places for women than others, and that
men in some workplaces or institutions are more likely than other men to perpetrate violence
BHBJOTUXPNFO'PSFYBNQMF JOQSPGFTTJPOBMTQPSUT UIFSFJTFWJEFODFUIBUSJTLTPGTFYVBM
violence against women by male athletes are higher in contexts and cultures involving intense
male bonding, high male status and strong differentiation of gender roles, high alcohol and drug
consumption, ideologies and practices of aggression and toughness, and practices of group
TFY 'MPPEBOE1FBTF *ONJMJUBSZJOTUJUVUJPOT WJPMFODFBHBJOTUXPNFOJTQSPNPUFE
by norms of gender inequality and other bonds that foster and justify abuse in particular peer
DVMUVSFT 3PTFOet al.4DIXBSU[BOE%F,FTFSFEZ)BSSJTPO "64TUVEZ
provides quantitative support for an association between patriarchal male bonding in peer
DVMUVSFTBOEWJPMFODFBHBJOTUXPNFO6TJOHTVSWFZEBUBBNPOHNBSSJFENBMFTPMEJFST
at an Army post in Alaska, Rosen et al.  GPVOEBOBTTPDJBUJPOCFUXFFO
AHSPVQEJTSFTQFDU UIFQSFTFODFPGSVEFBOEBHHSFTTJWFCFIBWJPVS QPSOPHSBQIZDPOTVNQUJPO 
TFYVBMJTFEEJTDVTTJPO BOEFODPVSBHFNFOUPGHSPVQESJOLJOH BOEUIFQFSQFUSBUJPOPGJOUJNBUF
partner violence, at both individual and group levels.
At least three processes shape the higher support for men’s violence against women and greater
VTFPGWJPMFODFGPVOEBNPOHNFOJOTPNFDPOUFYUT'JSTU UIFSFJTgroup socialisation: in joining
particular sporting teams or fraternities, men are actively inducted into the existing norms and
WBMVFTPGUIFTFDPOUFYUT4FDPOE UIFSFJTidentification: individuals who identify with the group
and see it as a reference group may be more likely to increase their adherence to violenceTVQQPSUJWFCFMJFGTBOEUIFJSMJLFMJIPPEPGBTTBVMUJWFCFIBWJPVS )VNQISFZBOE,BIO 
Third, there is self-selection: men with pre-existing violence-supportive attitudes and behaviours
and an orientation towards other features of these contexts such as heavy drinking may join
groups with similar characteristics.
There is evidence that the character of men’s informal social networks and peer relations
can contribute to or lessen their involvement in violence against women. A series of studies
document that a particular risk factor for men’s perpetration of violence against women is
UIFJSQBSUJDJQBUJPOBOEJOWFTUNFOUJOIPNPTPDJBMNBMFQFFSHSPVQT#FHJOOJOHJOUIFT 
%F,FTFSFEZet al.JOUIF64"EPDVNFOUFEUIBUNBMFQFFSTVQQPSUGPSTFYVBMBTTBVMU JODMVEJOH
ZPVOHNFOTBUUBDINFOU DMPTFFNPUJPOBMUJFT UPBCVTJWFQFFSTBOEQFFSTJOGPSNBUJPOBMTVQQPSU
GPSTFYVBMBTTBVMU QFFSHVJEBODFBOEBEWJDFUIBUJOGMVFODFTNFOUPBTTBVMUUIFJSEBUJOHQBSUOFST 
XFSFTJHOJGJDBOUMZDPSSFMBUFEXJUITFYVBMBTTBVMU %F,FTFSFEZBOE,FMMZ4DIXBSU[BOE
%F,FTFSFEZ "NPOHNFO CFJOHNPSFEFQFOEFOUPOBNBMFSFGFSFODFHSPVQGPSPOFT
gender role self-concept is associated with attitudes conducive to the sexual harassment of
XPNFO 8BEFBOE#SJUUBO1PXFMM XIJMFIBWJOHBIPNPTPDJBMMZGPDVTFETPDJBMMJGFDBO
SFTUSJDUNFOTBDDFQUBODFPGNPSFQSPHSFTTJWFWJFXTPGHFOEFSSPMFT #SZBOU 5PUIF
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extent that individuals’ peers share negative beliefs about gender and about violence and are
involved in physically aggressive or coercive behaviours, those individuals are more likely to
QFSQFUSBUFSFMBUJPOTIJQBCVTF 3FJU[FM+BGGFBOE8PMGF4FMMFSTet al. *OTIPSU 
men who are attached to and invested in male friends who support or perpetrate violence
against women are more likely to support or perpetrate violence against women themselves.
Victims and perpetrators in the workplace
Workforces also may contribute to men’s violence against women through the ways in which
UIFZSFTQPOEUPFNQMPZFFTXIPBSFWJDUJNTPGWJPMFODFPSJUTQFSQFUSBUPST6OUJMSFDFOUMZ 
GFXXPSLQMBDFTIBETQFDJGJDQPMJDJFTPSQSPDFEVSFTUIBUGPDVTFEPOUIJTJTTVF'PSFYBNQMF 
employees requiring time off work because of circumstances related to their experience of
violence, such as to attend court hearings, move house, or because of hospitalisation, had no
specific entitlements for this leave and were required to use leave designed for other purposes,
QBSUJDVMBSMZBOOVBMMFBWF4VQFSWJTPSTSFDFJWFEOPHVJEBODFBCPVUUIFJSNBOBHFNFOUPGFNQMPZFFT
whose work performance is being impacted by their experience of family violence, nor how to
NBOBHFUIFJNQBDUPGUIJTPOUIFDPMMFBHVFTPGUIFBGGFDUFEFNQMPZFF4VDINBOBHFNFOUNJHIU
also include the need to develop safety plans for employees who experience violence from their
EPNFTUJDQFSQFUSBUPSTXIJMFBUUIFXPSLQMBDF'PSUIFTFSFBTPOT JOBEFRVBUFFNQMPZFSSFTQPOTF
to employees who are victims of violence may contribute to the inability of those victims to achieve
BTBGFBOEKVTUPVUDPNFUPUIFJSTJUVBUJPO4JNJMBSJTTVFTSFMBUFUPUIFQFSQFUSBUPSTPGWJPMFODF XIP
NBZBMTPSFRVJSFMFBWF BOEXIPTFQSFTFODFBUXPSL JGJEFOUJGJFE XJMMJNQBDUDPMMFBHVFT
In response to these concerns, in  UIF"VTUSBMJBO%PNFTUJD'BNJMZ7JPMFODF
$MFBSJOHIPVTF "%'7$ BOEUIF/FX4PVUI8BMFT1VCMJD4FSWJDF"TTPDJBUJPO 14" CFHBO
discussions regarding the introduction of domestic violence entitlements into industrial
JOTUSVNFOUT5IF%PNFTUJD7JPMFODF8PSLQMBDF3JHIUTBOE&OUJUMFNFOUT1SPKFDU XIJDI
DPODMVEFEJO+VOF IBTCFFOTVDDFTTGVMJOFOBCMJOHBHSPXJOHOVNCFSPG"VTUSBMJBO
XPSLQMBDFTUPJODMVEF'BNJMZ7JPMFODFDMBVTFTJOUIFJS&NQMPZFF"HSFFNFOUT PSUPEFWFMPQ
policy relating to the workplace response to family violence.
This analysis of the gendered nature of workplaces has indicated the role that workplaces
play in creating and reinforcing gender inequality across our society. In particular, the role of
the existing workplace culture on the ability of women to have financial independence, and on
their ability to have representation and influence in public and corporate decision making, has
wider implications for the quest to eliminate the entrenched patriarchy of contemporary society.
At the same time, the analysis also points to the potential for workplaces to play a significant
role in fostering a new approach to gender, work and power, and therefore to eliminating the
environment in which men’s violence against women is able to continue.
The next section of this paper explores how workplaces can begin this process of change. It
describes the ways in which workplaces have been engaged in the reduction and prevention of
men’s violence against women, before we turn to efforts to involve men in particular in this work.
Workplaces as sites for prevention
Workplaces have been identified as key settings for the prevention of men’s violence against
XPNFO 7JD)FBMUI 0SHBOJTBUJPOTSFQSFTFOUFYDFMMFOUTJUFTGPSUIFJOUSPEVDUJPO
PGQSFWFOUJPOTUSBUFHJFTUPFOENFOTWJPMFODFBHBJOTUXPNFO GPSTFWFSBMSFBTPOT'JSTU 
organisational efforts ‘‘scale up’’ the impact of violence prevention, in that they have the potential
UPJOGMVFODFCPUIUIFJSJOUFSOBMDVMUVSFTBOEUIFDPNNVOJUJFTXIJDITVSSPVOEUIFN#ZDIBOHJOH
its policies, practices and culture, an organisation can not only change from within, but also
have an impact in surrounding communities, serve as an example for other organisations,
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JOGMVFODFXJEFSQPMJDZ BOEJOGPSNDPNNVOJUZOPSNT %BWJTet al. 0SHBOJTBUJPOT
have the potential to reach large numbers of people and create conditions in which change
DBOCFQSPNPUFEBOETVTUBJOFE4FDPOE HJWFOUIFJNQBDUTPGSFMBUJPOTIJQBOEGBNJMZWJPMFODF
documented earlier, employers are key stakeholders in prevention: “they are responsible for
setting policy, sharing information, promoting skills development, and motivating employees,
clients, consumers, and partners to become engaged in efforts to end violence at the individual,
GBNJMZ DPNNVOJUZBOETPDJFUBMMFWFMTt 8FMMTet al. 5IJSE HJWFOUIFWJPMFODF
supportive cultures of some workplaces or organisations, intensive intervention is needed.
There are a range of benefits for workplaces in preventing and reducing men’s violence against
women, including direct and indirect economic and other benefits:
%JSFDUCFOFGJUTJODMVEFJODSFBTFEQSPEVDUJWJUZBOEEFDSFBTFEDPTUTJOSFMBUJPOUPMFBWFBOE
staff replacement […] Indirect benefits include supporting staff and being identified as an
employer of choice who shows social responsibility and provides community leadership.
<v>#ZCFJOHBXBSFPGEPNFTUJDWJPMFODFJTTVFTBOEIBWJOHQSFWFOUJPOTUSBUFHJFTJO
place, employers can also better ensure that they are meeting equal opportunity and
anti-discrimination requirements, as well as their duty of care in ensuring a safe work
FOWJSPONFOU .VSSBZBOE1PXFMM
.FOTWJPMFODFBHBJOTUXPNFOJTDMFBSMZBXPSLQMBDFJTTVF"UUIFTBNFUJNF FTUBCMJTIJOH
this is not necessarily easy. As a Victorian study reports, the most consistent barrier in getting
workplaces involved in violence prevention was:
the difficulties in convincing many employers that family violence is a workplace issue
and that business could benefit themselves and the wider community by establishing
QSFWFOUBUJWFQSPHSBNTPSQPMJDJFT 7$$"7
In workforces, strategies for the primary prevention of intimate partner violence are scattered
BOEVOEFSEFWFMPQFE0OUIFPUIFSIBOE PSHBOJTBUJPOTBOEXPSLGPSDFTBSFBDPNNPOTJUFGPS
UIFEFWFMPQNFOUPGJNQSPWFESFTQPOTFTUPUIFPDDVSSFODFPGTVDIWJPMFODF.PTUXPSLQMBDF
based efforts to reduce or prevent men’s violence against women are centered on secondary
PSUFSUJBSZQSFWFOUJPO 8FMMTet al. 4USBUFHJFTJODMVEFUSBJOJOHQPMJDF MFHBMTUBGG 
BOEPUIFSQFSTPOOFMJOBQQSPQSJBUFSFTQPOTFTUPBOEJOUFSWFOUJPOTJOUPJOUJNBUFQBSUOFSWJPMFODF
EFWFMPQJOHDPPSEJOBUFEDPNNVOJUZSFTQPOTFTUPJOUJNBUFQBSUOFSWJPMFODFBOETFOTJUJTJOHIFBMUI
care providers, encouraging routine screening for violence, and developing protocols for the
QSPQFSNBOBHFNFOUPGBCVTF 8PSME)FBMUI0SHBOJTBUJPO 5IFSFJTFWJEFODFUIBUTVDI
efforts do improve professional responses to the victims and perpetrators of intimate partner
violence, increase women’s safety, and assist their processes of recovery.
Workplaces are increasingly prominent sites for domestic violence prevention and intervention.
*OUIF64" 6, BOEFMTFXIFSF TPNFMBSHFSDPNQBOJFTOPXIBWFEPNFTUJDWJPMFODFQSPHSBNT
in their workplaces. It is mandatory in some jurisdictions for large organisations to have policies
providing special leave related to domestic violence, and violence prevention organisations and
trade unions have developed training manuals and resources for workplace-based prevention
.VSSBZBOE1PXFMM7$$"7 $PSQPSBUFBMMJBODFTBOEQVCMJDTFDUPSOFUXPSLT
JOUIF64BOEFMTFXIFSFIBWFEFWFMPQFEXPSLQMBDFQSPHSBNTSFHBSEJOHJOUJNBUFQBSUOFSWJPMFODF
8IJMFNPTUTUSBUFHJFTGPDVTPOSFTQPOTFTUPWJDUJNJTBUJPO TVDIBTTFDVSJUZNFBTVSFT WJDUJN
SFTPVSDFT BOEFEVDBUJPO NBOZDPNQBOJFTBMTPFOHBHFJOBDUJWJUJFTEFTJHOFEUPSBJTFBXBSFOFTT
JOHFOFSBMPGJOUJNBUFQBSUOFSWJPMFODF -JOERVJTUet al.  4JNJMBSJOJUJBUJWFTIBWFUBLFOQMBDF
BNPOHTUBUFHPWFSONFOUT DJUZDPVODJMT BOEMPDBMDPNNVOJUZTFSWJDFT 7$$"7 
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4USBUFHJFTGPSXPSLQMBDFQSFWFOUJPOWBSZBDDPSEJOHUPUIFTJ[F MPDBUJPO BOEDIBSBDUFSPGUIF
workplace, who is initiating the activities, and whom they target. Typical activities focused on
employees include:
the implementation of policies regarding workplace responses to incidents of domestic
WJPMFODFTUBUFNFOUTGSPNNBOBHFNFOUUPTUBGGDPOEFNOJOHEPNFTUJDWJPMFODFBOE
supporting domestic violence prevention in forums such as messages on payslips,
XPSLQMBDFOFXTMFUUFSTBOEJOUSBOFUTJUFTUIFUSBJOJOHPGLFZQFSTPOOFMXIPBSFMJLFMZUP
come into contact with domestic violence issues in the workplace, including managers,
FNQMPZFFBTTJTUBODFQSPHSBNTUBGGBOEIVNBOSFTPVSDFTQFSTPOOFMBOEUIFEJTQMBZPG
posters and information sheets that provide information about domestic violence and
TPVSDFTPGBTTJTUBODF .VSSBZBOE1PXFMM 
In Australia, a recent workplace pilot study has been implemented by White Ribbon Australia.
This workplace accreditation project identifies a range of criteria for workplaces to meet in order
to qualify as a White Ribbon Australia Accredited Workplace. The project has a strong emphasis
on aligning workplaces and their staff with the goal of White Ribbon Australia to engage men
in saying no to violence against women. Across three steps, Recognition, Accreditation, and
Awards, the program encourage workplaces to take steps to:
q SBJTFBXBSFOFTTPGUIFQSFWBMFODFPGWJPMFODFBHBJOTUXPNFO
q strengthen within the workplace culture the importance of gender equity and respectful
SFMBUJPOTIJQTBOE
q establish policies and processes to support women affected by violence either in the
workplace or in the home.
Twenty-eight Australian workplaces are currently involved in the pilot phase of this program,
which includes baseline surveys and other evaluation processes. Twenty-four of these are
FYQFDUFEUPBDIJFWFBDDSFEJUBUJPOCZUIFFOEPG BOEBGVSUIFSXPSLQMBDFTIBWF
expressed interest in participating in the program when it rolls out as a fully implemented
QSPHSBNJO
%JGGFSFOUNPEFMTPSTUZMFTPGWJPMFODFQSFWFOUJPOBSFTVJUFEUPEJGGFSFOUXPSLQMBDFT 7$$"7
 &GGPSUTNBZCFFNQMPZFSMFE CBTFEPOCSPLFSBHFQBSUOFSTIJQT VOJPOCBTFE PS
PSHBOJTFEJOPUIFSXBZT .VSSBZBOE1PXFMM &NQMPZFSMFEFGGPSUTJOWPMWFJODPSQPSBUJOH
QSFWFOUJPOTUSBUFHJFTlTVDIBTGMFYJCMFMFBWFQSPWJTJPOT JODSFBTFETFDVSJUZ GMFYJCMFTIJGUT BOE
UIFQSPWJTJPOPGSFGFSSBMJOGPSNBUJPOlJOUPFYJTUJOHIVNBOSFTPVSDFTTUSVDUVSFTPSPSHBOJTBUJPOBM
QSPDFTTFT .VSSBZBOE1PXFMM *OCSPLFSBHFNPEFMT EPNFTUJDWJPMFODFQSFWFOUJPO
JTEPOFBTQBSUPGQIJMBOUISPQJDPSDPSQPSBUFTPDJBMSFTQPOTJCJMJUZBDUJWJUJFT#VTJOFTTFTNBZ
support domestic violence services and promote awareness in their organisation and the wider
DPNNVOJUZ BOENBZSFDFJWFBXBSFOFTTUSBJOJOHBOETVQQPSUJOSFUVSO .VSSBZBOE1PXFMM
 6OGPSUVOBUFMZ MJUUMFEBUBJTBWBJMBCMF CBTFEPOSPCVTUJNQBDUFWBMVBUJPOT XJUIXIJDIUP
BTTFTTUIFFGGFDUJWFOFTTPGUIFTFFGGPSUT .VSSBZBOE1PXFMM 
We turn now to workplace strategies for building gender equality and preventing violence against
women which focus on men.
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Section 4: Shifting men’s gender relations in the workplace
An awareness of the need to address gender inequality in the workplace is not new. It is
decades now that women have been present in the workforce in significant numbers, long
enough for it to become apparent that the changes that women dreamed of are yet to be realized
4VNNFST 
0OFGBDUPSUIBUNBZIBWFQMBZFEBSPMFJOUIJTTMPXQBDFPGDIBOHFJTUIBUNVDIPGUIFGPDVTPG
addressing inequality in the workplace has concerned strategies that change the circumstances
for women without requiring any significant change from men. These have included
improvements to maternity leave arrangements, targets for increasing women’s representation
in leadership, and increased opportunity for flexible and casual work. These strategies deal with
the challenge that women face in meeting the requirements needed to advance in their chosen
career while at the same time meeting the requirements involved in being wives and mothers.
)PXFWFS XIJMFUIFTFDIBOHFTEJEVOEPVCUFEMZBTTJTUXPNFOJOTUBZJOHJOUIFXPSLQMBDF UIFZ
have not, by and large, required that men examine, let alone change, the way the workplace
functions to reinforce the attitudes and behaviours that undergird inequality and sexism. If the
workplace is to have an impact on preventing men’s violence against women, the focus of our
strategies needs to address more than the numbers of women in particular roles. It needs to
focus on how the workplace can change men. This section of our report explores a number of
ways that workplaces can begin to engage with men in this process of change.
Raising men’s awareness
Various workplace-based strategies seek to raise men’s awareness of issues of gender
inequality in general or men’s violence against women in particular. An initial approach to how
workplaces can engage men in a change process has focused on raising men’s awareness of
the way workplace inequality reinforces gender inequality more broadly, and on the connection
CFUXFFOUIJTJOFRVBMJUZBOENFOTWJPMFODFBHBJOTUXPNFO.VDIPGUIJTBXBSFOFTTSBJTJOHIBT
successfully made use of the social marketing potential of national and international campaigns,
JODMVEJOHUIF*OUFSOBUJPOBM%BZGPSUIF&MJNJOBUJPOPG7JPMFODF"HBJOTU8PNFOl8IJUF3JCCPO
%BZBOE*OUFSOBUJPOBM8PNFOT%BZ
0OFTUSFBNPGFEVDBUJPOJOXPSLQMBDFTJODMVEFTGBDFUPGBDFFEVDBUJPOBMHSPVQTBOEQSPHSBNT
The vast majority of face-to-face education addressing men’s violence against women takes
place in schools and universities, and few programs are focused on men in workplaces.
Nevertheless, there are some isolated examples of education programs which address or touch
POJTTVFTPGEPNFTUJDBOEGBNJMZWJPMFODF'PSFYBNQMF UIFIFBMUIQSPNPUJPOQSPHSBNh.FOBU
Work” addresses health and wellbeing issues, including violence, among men accessed at the
XPSLQMBDFJOJOEVTUSJFTJODMVEJOHSFUBJM PJM GJOBODF DPOTUSVDUJPOBOENJOJOH 7$$"7 
In relation to interpersonal violence, the most common primary prevention education that
has occurred in workplaces in general concerns sexual harassment. Various studies have
demonstrated that workplace training can improve attitudes towards sexual harassment, among
FNQMPZFFTJOVOJWFSTJUJFTBOEJOGFEFSBMHPWFSONFOUXPSLQMBDFT "OUFDPMBOE$PCC$MBSL 
In fact, such training has been shown to have an effect on organisational cultures over and above
the impact of individual training, in that more widespread training in a workplace is associated
with a greater recognition of sexual harassment, regardless of whether or not individual training
IBTCFFOVOEFSUBLFO "OUFDPMBOE$PCC$MBSL 
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The evidence is that education programs which are intensive, lengthy, and use a variety of
teaching approaches have been shown to produce positive and lasting change in attitudes and
CFIBWJPVSTSFMBUFEUPWJPMFODFBHBJOTUXPNFO 'MPPE .PSFFGGFDUJWFFEVDBUJPOBM
programs in workplaces will be those which are closest to the standards of best practice
JEFOUJGJFEJOWJPMFODFQSFWFOUJPOFEVDBUJPO $BSNPEZet al.'MPPEet al. 
Another important stream of community education includes communication and social marketing
strategies. Again, there is evidence that such campaigns can produce positive change in
the attitudes and behaviours associated with men’s perpetration of violence against women
%POPWBOBOE7MBJT "OEBHBJO SFMBUJWFMZGFXTPDJBMNBSLFUJOHFGGPSUTIBWFGPDVTFEPO
men in particular workplaces or institutions.
Workplace training engaging men faces obvious barriers. There is evidence that men are not as
SFDFQUJWFBTXPNFOUPPSHBOJTBUJPOBMFGGPSUTUPFMJNJOBUFHFOEFSCJBT 1SJNFet al. .FO
are less supportive of diversity programs for minorities and more likely than women to respond
XJUICBDLMBTI ,JEEFSet al. 'VSUIFS JUJTOPUDMFBSXIFUIFSSBJTJOHNFOTBXBSFOFTT
about the extent of men’s violence against women progresses to a commitment by men to
DIBOHFUIFTZTUFNTBOEBUUJUVEFTUIBUBSFJNQMJDBUFEJOHFOEFSJOFRVBMJUZ.FODBOTBZAOPUP
violence against women without necessarily saying ‘yes’ to eliminating gender inequality.
Workplace efforts to reduce gender inequalities and prevent men’s violence against women may
address particular dimensions of these problems, from sexist and disrespectful behaviours to
established masculine norms and cultures.
Addressing sexist and disrespectful behaviours
A powerful way that workplaces can encourage men to examine the nature of their gender
relations is to promote a culture of zero tolerance for sexist and disrespectful behaviour. Although
Australia has had laws to criminalise gender-based harassment and discrimination for some time,
there continues to exist in many workplaces a type of ‘low-level’ culture of jokes, put-downs and
gender-stereotypical assumptions that create a culture that is unfriendly for women. The Gender
&RVBMJUZ1SPKFDU CBTFEBUUIF.FMCPVSOF#VTJOFTT4DIPPM OPUFTUIFXBZTJOXIJDIUIFTF
CFIBWJPVSTJNQBDUXPNFOJOUIFXPSLQMBDF 8PPE
The impacts of low-level sexism are insidious but as the results of our meta-analysis
show, very real. The perpetrators may not believe or accept that they are being sexist,
and will often respond when challenged that they are “just joking”. The effects for women
are insidious because they create a reaction referred to as “stereotype threat” in which
the individuals targeted by sexist remarks will often ruminate on the implications and be
distracted from the task at hand. The fact that stereotype threat is such a strong negative
predictor for female performance highlights how distractive ruminations created by sexism
undermine women’s functioning at work.
8PPE  TVHHFTUTUIBUPOFTUSBUFHZUPDPVOUFSUIJTTFYJTNJTUPJOTUJUVUFBAOPKVTUKPLJOH
policy, in which “anyone who hears a sexist remark would be expected to point it out”. In a similar
vein, some workplaces have begun to look at the possibility of pro-social bystander training, in
which both men and women are equipped to have the confidence to disrupt the social norms by
XIJDITFYJTUDPNNFOUTBOEKPLFTHPVOSFNBSLFE4FF GPSFYBNQMF UIFXPSLUIBUJTCFJOHEPOF
JO7JDUPSJBCZ7JD)FBMUI 1PXFMM 
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If, however, men do not believe or accept that they are being sexist, as Wood suggests, there
may also be a place for an educative strategy that invites men to reflect on the way language
functions to reinforce stereotyping and unequal power, or to explore the relative respectfulness
of various situations. An educative process of this sort may form part of an existing process,
such as anti-harassment and anti-bullying training, or exist as a stand alone training experience.
'PSFYBNQMF JOUIF:3FTQFDU(FOEFS1SPKFDU CBTFEBU:.$"7JDUPSJB FYFSDJTFTUPFODPVSBHF
reflection on the meaning of respect in the workplace were built into the annual refresher training
SFRVJSFEPGBMMTUBGGBUPOFQBSUJDVMBSDFOUSF0UIFSPQUJPOTBSFUPMJOLUIJTFEVDBUJWFQSPDFTTXJUI
the organisational values, or to include it as part of the induction process.
Disrupting the masculine status quo
Workplace efforts to build gender equalities and prevent men’s violence against women also
NVTUVOEFSNJOFFTUBCMJTIFENBTDVMJOFOPSNTBOEDVMUVSFT.FOTTFYJTUBOEVOFRVBMUSFBUNFOU
of women is often understood to be part of the way men ensure they are seen as ‘manly’ enough
CZPUIFSNFO.FODPOTPMJEBUFUIFJSPXOCPOETUPFBDIPUIFSBOEUIFJSPXOJEFOUJUZCZDBTUJOH
women in the role of the ‘other’, the ‘common enemy’. It follows then that another way to shift
HFOEFSSFMBUJPOTJOUIFXPSLQMBDFJTTUSBUFHJFTUIBUJOWJUFNFOUPUIJOLBCPVUNBTDVMJOJUZlBOE
UIFJSPXOHFOEFSJEFOUJUZlJOEJGGFSFOUXBZT
-FBEFSTIJQTUZMFTBSFBQBSUJDVMBSMZSFMFWBOUBSFBJOUIJTSFHBSE5IFDMBTTJDBMNBMFXPSLQMBDF
MFBEFSJTBUPVHI UBLFOPOPOTFOTF BVUIPSJUBSJBODIBSBDUFS)FMFBETGSPNUIFGSPOU JTDBSFGVM
OPUUPTIPXBOZXFBLOFTT BOEFYQFDUTOPEJTTFOU-PPLJOHNBJOMZUPDPOTPMJEBUFIJTPXO
power, this leader consults minimally if at all, and is not interested in empowering other people.
Working under such a leader, other men face considerable pressure to behave in stereotypically
masculine ways if they are to keep favour. Alternative models of leadership that operate in
opposite ways to the above caricature may create a space where men may feel less pressure
BCPVUDPOGPSNJOH4VDITQBDFTUIFOPQFOVQUIFQPTTJCJMJUZPGUSFBUJOHXPNFOOPUBTUIFAPUIFS
but as true colleague and peer.
0UIFSTUSBUFHJFTUPEJTSVQUUSBEJUJPOBMNBTDVMJOFDVMUVSFTJOXPSLQMBDFTNBZUBLFBNPSF
creative approach. In many parts of Australia a favourite office activity is the annual sports
tipping competition. Not withstanding that many women enjoy being part of these competitions,
the sport that is involved in these activities is almost invariably sport played by men, and the
DPNQFUJUJPOUIVTSFJOGPSDFTUIFQSJNBDZPGNFOTTQPSUT4VQQMFNFOUJOH PSFWFOSFQMBDJOH UIF
usual sport with one played by women may enable men to think differently about themselves.
.FOSFJOGPSDFNBTDVMJOJUZOPUKVTUCZEFOJHSBUJOHXPNFO CVUBMTPCZEFOJHSBUJOHNFOXIPEP
not fit the unspoken masculine standard, particularly gay and bisexual men, but also men whose
behaviour is outside traditional masculine norms. Therefore, another strategy to disrupt the status
quo is for the workplace to actively promote a strong culture of diversity and to have a zero
tolerance for homophobic comments and behaviour.
Educating male professionals
A further way in which men have been engaged in violence prevention in workplaces is in terms
of their occupational or professional roles. Various training programs seek to increase individual
NFOT BOEXPNFOT BCJMJUJFTUPQSFWFOUPSSFEVDFWJPMFODFUISPVHIUIFJSSPMFTBTEPDUPST 
UFBDIFST DBSFST QPMJDF DIJMEDBSFXPSLFST KVEHFT BOETPPO4VDIQSPGFTTJPOBMTDBOQMBZBO
important role in transmitting information, skills, and motivation to clients, community members,
BOEDPMMFBHVFT BOEUIFZDBOCFFGGFDUJWFBEWPDBUFTGPSQSFWFOUJPOQPMJDJFT %BWJTet al.  
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There are a small number of initiatives which engage male professionals in workplaces in
GPTUFSJOHHFOEFSFRVBMJUZPSOPOWJPMFODF'PSFYBNQMF JO1BLJTUBO BO/(0DBMMFE3P[BOIBT
run gender violence sensitisation workshops with police in order to transform the way that the
JOTUJUVUJPOUIJOLTBCPVUBOESFTQPOETUPWJPMFODFBHBJOTUXPNFO -BOH *O4PVUIBOE
$FOUSBM"NFSJDB UIF1BO"NFSJDBO)FBMUI0SHBOJTBUJPO 1")0 IBTUSBJOFETPDDFScoaches
UPQSPNPUFBEPMFTDFOUIFBMUIBOEJOUSPEVDFHFOEFSFRVJUZJOSFMBUJPOTIJQTUPCPZTBHFTUP
4DIVFMMFSet al. 
Fostering male advocates in the workplace
Another strategy is to engage men in themselves advocating for change in their workplaces.
Community mobilisation strategies are built on the recognition that we must not only educate
NFOBOEXPNFOCVUBMTPPSHBOJTFUIFNGPSDPMMFDUJWFBDUJPO (SFJHBOE1FBDPDL 
Engaging men in activism is vital in catalysing broader social change in social norms and power
relations. In particular, it can facilitate engagement with structural factors and forces and put
QSFTTVSFPOHPWFSONFOUTUPUBLFBDUJPO *OTUJUVUFPG%FWFMPQNFOU4UVEJFT 
Relatively little has been done to mobilise men in workplaces as advocates for social change
towards gender equality. Nevertheless, organisations such as White Ribbon Australia have
provided the rationale and resources for some workplaces to implement ‘action teams’ that have
UBLFOSFTQPOTJCJMJUZGPSPSHBOJTJOHFWFOUTUPNBSL8IJUF3JCCPO%BZBOEXIJDIIBWFCFFOUIF
catalyst for rallying men in the workplace to commit themselves to ‘never remaining silent about
violence against women.’ In some cases, this initial activity has led to more sustained activity
throughout other parts of the year, and given weight to other initiatives such as gender equity
QPMJDJFTBOEBDUJPOQMBOT-PDBMHPWFSONFOUTJO7JDUPSJBIBWFCFFOQBSUJDVMBSMZTVDDFTTGVMJO
VTJOHUIJTBQQSPBDI0OUIFPUIFSIBOE JONBOZXPSLQMBDFTNFOTJOWPMWFNFOUIBTCFFOMJNJUFE 
with the ‘action teams’ as much led by women as they are by men. Recognising this, a strong
focus of the White Ribbon Australia Workplace Accreditation Program is to ensure that men
understand that ending men’s violence against women is as much the responsibility of men as it
is of women. The program’s criteria for accreditation include actively engaging men in all aspects
of workplace initiatives to prevent violence.
Involving men in shifting the structures and systems that produce inequality
A final set of strategies to shift men’s gender relations in the workplace are those which engage
men in addressing the structures and systems that produce inequality and exclusion. While these
will differ from workplace to workplace, there are some approaches which are common to most:
countering unconscious bias in recruitment and promotion, conducting gender audits, setting
targets for women’s representation, and involving men in examining gendered interactions at work.
*OSFDFOUZFBSTHSPXJOHBUUFOUJPOIBTCFFOQBJEUPUIFXBZVODPOTDJPVTCJBT BMTPLOPXO
BTJNQMJDJUBTTPDJBUJPOT BGGFDUTUIFXBZTUIBUXFBMMNBLFEFDJTJPOT (FOBU 8PPEBOE4PKP
 5IFTFJODMVEFCJBTFTBCPVUHFOEFSSPMFT FTQFDJBMMZPVSCJBTFTBCPVUUIFTVJUBCJMJUZPG
XPNFOBOENFOBTMFBEFST6ODPOTDJPVTCJBTIBTCFFOTIPXOUPIBWFBQBSUJDVMBSJNQBDUPO
recruitment and promotion, with various studies showing how simply changing the name on a job
application from female to male, without changing anything else about the application, increases
the likelihood that the applicant will be interviewed. A range of interesting examples of this
phenomenon can be found in the book Delusions of Gender QBSUJDVMBSMZDIBQUFS 'JOF 
0GGFSJOHUSBJOJOHGPSNBOBHFST NBMFBOEGFNBMF JOXBZTUPDPVOUFSUIFFGGFDUPGVODPOTDJPVT
CJBT TVDIBTIBWJOHKPCBQQMJDBUJPOTSFWJFXFECZBHFOEFSCBMBODFEUFBNSBUIFSUIBOPOF
QFSTPO NBZFOBCMFNFOUPUIJOLNPSFEFFQMZBCPVUUIFCJBTFTBOEBTTVNQUJPOTUIBUUIFZDBSSZ
XJUIUIFNCPUIJOUIFXPSLQMBDFBOECFZPOE 3PTT 
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Gender audits are another way to expose men to the systemic nature of inequality and exclusion
JOUIFXPSLQMBDF4VDIBVEJUTNBZJODMVEFOPUKVTUUIFOVNCFSTPGXPNFOBOENFOPDDVQZJOH
roles in the workplace, but also a gender audit of the policies and procedures, of the programs
being offered, and of the facilities themselves. In Australia, non-government organisations with
PWFSFNQMPZFFTBSFSFRVJSFEVOEFSUIF8PSLQMBDF(FOEFS&RVBMJUZ"HFODZ"DUUPDPOEVDU
BOBVEJUPGUIFJSTUBGGJOHQSPGJMFFBDIZFBSBOESFQPSUUIJTUPUIFBHFODZ0SHBOJTBUJPOTNVTUBMTP
make this report available to all their staff, and demonstrate the ways in which they have done so.
This audit can be a powerful tool to expose men to the lack of equality that continues to exist in
the average Australian workplace.
In a similar vein, more and more workplaces are moving to include some sort of target for
women’s leadership representation as part of the key performance indicators of their senior staff.
4VDIUBSHFUTFOTVSFUIBUUIFMBDLPGXPNFOJOMFBEFSTIJQSFNBJOTGSPOUBOEDFOUSBMGPSUIFTFTUBGG
JOUIFJSEBZUPEBZXPSL'PSGVSUIFSJOGPSNBUJPOPOUIFJTTVFPGUBSHFUT BOEBDPNQBSJTPOXJUI
VTJOHRVPUBT TFFCPUI8PSLQMBDF(FOEFS&RVBMJUZ"HFODZ BOE8IFMBO8PPE
A final strategy is to engage men in an examination of the processes and habits that govern
UIFXBZNFOBOEXPNFOJOUFSBDUJOUIFNPSFGPSNBMXPSLQMBDFQSBDUJDFT%PNFFUJOHTIBWFB
rotating chair to ensure that it is not always men who are in the chair? Is there a formal process
that ensures everyone has a voice at meetings? Is there a policy that ensures consultation
HSPVQTDPOUBJOBCBMBODFENJYPGHFOEFST %PNFFUJOHTDPJODJEFXJUIUIFUJNFTQBSFOUTNBZCF
dropping off or picking up children from school? The habitual nature of many of these practices
masks the ways that women’s voices and perceptions are excluded from workplace decisionNBLJOH#ZFOHBHJOHNFOJOBOFYBNJOBUJPOPGUIFTFQBUUFSOT NFOBSFDIBMMFOHFEUPGBDFUIFJS
own complicity in reinforcing inequality and exclusion.
Prevention efforts may also seek to change entire workplaces, organisations, and organisational
QSBDUJDFTPWFSBMM %BWJTet al. 5IJTMFWFMPGQSFWFOUJPOFNCPEJFTUIFSFDPHOJUJPOUIBU
workplaces and other organisations can play key roles in building non-violent internal cultures
and in fostering wider social change.
There are very few primary prevention initiatives which engage men in workplaces in
PSHBOJTBUJPOBMDIBOHF)PXFWFS 7JDUPSJBQSPWJEFTBOFYBNQMFPGBSFDFOUWJPMFODFQSFWFOUJPO
project which at least aspired to generate organisational change. This was called Stand Up:
Domestic Violence is Everyone’s Business BOESVOCZUIF.FMCPVSOFCBTFE/(08PNFOT
)FBMUI7JDUPSJB5IJTXPSLQMBDFQSPHSBNBJNFEUPTUSFOHUIFOUIFPSHBOJTBUJPOBMDBQBDJUZPGB
NBMFEPNJOBUFEXPSLQMBDFUPQSPNPUFHFOEFSFRVBMJUZBOEOPOWJPMFOUOPSNT %VSFZ
 5IFQSPHSBNUPPLQMBDFPWFSXJUIUIFUSVDLJOHDPNQBOZ-JOGPY*UGPDVTFE
in particular on building the capacity of employees, particularly men, to challenge violencesupportive attitudes and behaviours. The project began with training for employees, focused on
bystander intervention, and was extended with engagement with the company at other levels
JODMVEJOHUIFEFWFMPQNFOUPGEPNFTUJDWJPMFODFQPMJDJFT)PXFWFS UIFQSPKFDUGBDFETJHOJGJDBOU
institutional barriers and its impact was uneven. The training itself was limited in duration, and
there were limits to the whole-of-company engagement in and support for the project. The report
on this project illustrates the wider truth that deliberate culture change in workplaces is complex,
UBLFTUJNF SFRVJSFTMFBEFSTIJQ BOEVMUJNBUFMZ DBOCFEJGGJDVMUUPBDIJFWF %VSFZ 5IF
project has since been followed by a guide to developing workplace programs for the primary
QSFWFOUJPOPGWJPMFODFBHBJOTUXPNFO 8PNFOT)FBMUI7JDUPSJB 
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Two other primary prevention initiatives are being implemented as pilot projects at the time of
writing of this report. These are the White Ribbon Australia Workplace Accreditation Program
EFTDSJCFEFBSMJFSJOUIJTSFQPSU BOEUIF:3FTQFDU(FOEFS1SPKFDU CBTFEBU:.$"7JDUPSJB
BOEGVOEFEVOEFS7JD)FBMUITCreating Healthy Workplaces Program#PUIFNQIBTJTFUIF
importance of cultural transformation with regard to gender equity and respectful relationships.
Men’s work in the home
A final way in which workplaces can make a difference to gender relations is by encouraging
men out ofUIFQBJEXPSLGPSDFlCZFODPVSBHJOHNFOUPTQFOEMFTTUJNFBUXPSLBOENPSFUJNF
BUIPNF6OUJMNFOTDPNNJUNFOUUPEPNFTUJDEVUJFTlJODMVEJOHDBSFPGDIJMESFOBOEFMEFSMZ
SFMBUJWFTlJTFRVJWBMFOUUPUIBUPGXPNFO NFOXJMMBMXBZTNBJOUBJOBOFDPOPNJDBEWBOUBHF
A small number of community based strategies to encourage men to become more involved
JOEPNFTUJDEVUJFTBSFCFHJOOJOHUPBQQFBS TVDIBTUIFJOUFSOBUJPOBM.FO$BSFDBNQBJHO
.FO$BSF )PXDBOXPSLQMBDFTTIJGUNFOTJEFBTBCPVUUIFQMBDFPGXPSLJOUIFJSMJWFT
0OFQMBDFUPTUBSUJTUIFMBOHVBHFUIBUJTVTFEBCPVUUIJTWFSZJTTVF5IFNPTUDPNNPO
expression in this regard is work/life balance. This seemingly simple phrase represents a typically
NBTDVMJOFBQQSPBDIUPXPSL JOXIJDIXPSLBOEFWFSZUIJOHUIBUJTOPOXPSL MJGF BSFPOPQQPTJUF
TJEFTPGUIFTDBMF8PSLMJGFCBMBODFEPFTOPUFODPVSBHFNFO PS GPSUIBUNBUUFS XPNFO UP
understand work as one facet of the totality of life, but implies that work and everything that
is non-work are separate worlds that are in constant competition for our time and attention.
Alternative phrases, such as life-friendly work, recast the relationship as one of cooperation
rather than competition and create the possibility of exploring the role of work in new ways.
Another significant factor is the role of flexible working conditions. Although these are present in
employer agreements as available for both women and men, the evidence suggests that they are
VTFENPSFCZXPNFO'PSFYBNQMF POFSFDFOUSFQPSUJOEJDBUFEUIBUSFRVFTUTGPSGMFYJCMFXPSL
BSSBOHFNFOUTDBNFGSPNQFSDFOUPGFMJHJCMFXPNFO NPUIFSTXJUIQSFTDIPPMFST DPNQBSFEUP
QFSDFOUPGFMJHJCMFNFO 4LJOOFS )VUDIJOTPOBOE1PDPDL .PSFPWFS NFO BOEXPNFO 
continue to report using these arrangements less than they would like because of anxiety that their
VTFPGGMFYJCMFXPSLBSSBOHFNFOUTXJMMKFPQBSEJ[FUIFJSFNQMPZNFOUTUBUVT "VTUSBMJBO$PVODJMPG
5SBEF6OJPOT .FONBZBMTPSFTJTUBOZBSSBOHFNFOUTUIBUBSFOPUGVMMUJNFCFDBVTFPGUIF
perceived loss of status and power. This suggests that there needs to be a reframing of the place
of flexibility in the workplace, particularly for men. Rather than seen as an ‘option’ that is available
UPTPMWFBUFNQPSBSZQSPCMFN TVDIBTBTJDLDIJME GMFYJCJMJUZOFFETUPCFSFJNBHJOFEBTBQSJNBSZ
way of creating a lifestyle that promotes gender equality and well-being. Including a statement
about flexibility in position descriptions, and reviewing flexibility in work patterns as part of annual
QFSGPSNBODFBQQSBJTBMT BSFTPNFXBZTPGEPJOHUIJTXPSLPGSFJNBHJOJOH.PSFTVHHFTUJPOTDBOCF
GPVOEJOUIF%JWFSTJUZ$PVODJMPG"VTUSBMJB3FQPSU Men Get Flexible! 3VTTFMM 
At a more subtle level, workplaces can assist men to think about their commitment to home life
CZQBZJOHBUUFOUJPOUPUIFDPOUFOUPGXPSLQMBDFDPNNVOJDBUJPOTBOEJOUFSBDUJPOT%PXPSLQMBDF
NBHB[JOFTDPOUBJOTUPSJFTPGNFOXPSLJOHGSPNIPNF %PUIFZJODMVEFJOGPSNBUJPOQFSUJOFOUUP
the concerns of parents, such as how to choose a childcare centre for your child to attend? Are
the images used in work publications always of men in business clothes, or do they also show
men in casual clothes, men with children or elderly parents? Are there work functions that are
family friendly? Are men encouraged to have photos of their family, partner, or hobbies at their
desk? Workplaces in some instances have been used to engage men in family and parenting
TFSWJDFT*O#BMMBSBUGPSFYBNQMF $IJMEBOE'BNJMZ4FSWJDFT#BMMBSBUUBLFTJUTGBNJMZSFMBUJPOTIJQT
TFSWJDFT JODMVEJOHNBUFSJBMPOGBNJMZWJPMFODF UPNFOJOUIFMPDBMGBDUPSJFT 7$$"7 
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'JOBMMZ UIFJNQPSUBODFPGUIFNPEFMJOHUIBUJTPGGFSFECZTFOJPSNFODBOOPUCFVOEFSFTUJNBUFE*G
men only ever see their managers working long hours, they will find it difficult to practice different
options for themselves.
0OFTJHOJGJDBOUHMPCBMDBNQBJHOUPJOWPMWFNFOJOQBSFOUJOHJT.FO$BSF5IJTQSPNPUFTNFOT
involvement as equitable, responsive and non-violent fathers and caregivers. The campaign is
DPPSEJOBUFECZ1SPNVOEPBOE4POLF(FOEFS+VTUJDF 4POLF JODPMMBCPSBUJPOXJUIUIF.FO&OHBHF
"MMJBODF6TJOHNFEJB QSPHSBNEFWFMPQNFOU BOEBEWPDBDZ UIFDBNQBJHOXPSLTBUNVMUJQMFMFWFMT
to engage men as caregivers and as fathers: engaging men as participants in fathers’ groups,
advocating for progressive family legislation, and encouraging institutions to see engaging men
as caregivers as a key dimension of gender equality. The campaign is described as having a
preventative effect on men’s violence against women by encouraging fathers to treat mothers with
respect and care, diminishing the corporal punishment which feeds into cycles of family violence,
involving fathers in preventing sexual violence against children, and contributing to boys’ adoption
PGQFBDFGVMBOEQSPHSFTTJWFNBTDVMJOJUJFTBOEHJSMTFNQPXFSNFOU .FO$BSF 
There are many ways in which workplaces can begin to shift men’s gender relations and
establish new patterns and expectations of gender equality and respect. The emergence of
efforts to implement this shift in specific male-dominated industries is a positive sign of the
HSPXJOHJNQPSUBODFPGUIJTXPSL "VTUSBMJBO)VNBO3JHIUT$PNNJTTJPO 5IFLFZUPUIF
strategies discussed above is that they are all about asking men to take responsibility for the
XBZUIBUUSBEJUJPOBMNBTDVMJOJUZIBTXPSLFEUPSFJOGPSDFQSJWJMFHFTGPSNFO TVDIBTFDPOPNJD
BOEQPMJUJDBMQSJWJMFHF XIJMFEFOZJOHTVDIPQQPSUVOJUJFTUPXPNFO.VDIPGUIJTIBTIBQQFOFE
in the workplace. It is only when the systems which reinforce the privilege and power of men
are dismantled that equality between women and men will be a reality. While there is much to
CFHBJOFEJOMFUUJOHHPPGQSJWJMFHFBOEQPXFS UIFMFUUJOHHPJTOFWFSFBTZ)PXDBOXPSLQMBDFT
FOHBHFNFOlQBSUJDVMBSNFOXIPBSFMFBEFSTlUPUBLFVQUIJTDIBMMFOHF 
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Section 5: Engaging male leaders in addressing gender equality:
challenges and opportunities
Workplace-based efforts to engage men in the prevention of men’s violence against women
include attention to male leaders.BOZPGUIFCVTJOFTTBOEQVCMJDJOTUJUVUJPOTJOXIJDIXPSL
takes place are led by men, and engaging them is vital. In some ways, these men are symbolic
PGTUFSFPUZQJDBMNBTDVMJOJUZlUIFJSQSJWJMFHF QPXFSBOEJOGMVFODF GJOBODJBMSFXBSET BOEQVCMJD
esteem mark them out as the big winners of the system. As such, they have the most to lose if
the system is changed. What, then, are the challenges and opportunities in working with male
leaders in the workplace?
Leadership and organisational change
When an organisation commits itself to increasing capacity to address gender equality, it will
be embarking on a process of organisational change. As has been made clear throughout this
report, the extent to which both organisations and work itself have been gendered spaces,
means that the changes required to address this inequality will, in most cases, be extensive. They
will include changes to practices and procedures, to policy, and the workplace culture itself.
There are a range of models of how organisational change can be affected. Common to all of
UIFNJTUIFJNQPSUBODFPGMFBEFSTIJQDPNNJUNFOUUPUIFDIBOHFlPGHFUUJOHACVZJOGSPNUIF
TFOJPSMFBEFST5IJTXBTUIFFYQFSJFODFGPSFYBNQMFPG$&0$IBMMFOHF B#SJTCBOFJOJUJBUJWF
which aims to raise awareness of family violence as a social issue in the business sector. Their
access to and involvement with workplaces depended on having a personal ‘in’, an individual
within the business who is willing to promote the idea of men’s violence against women as a
XPSLQMBDFJTTVFBOEUPOFHPUJBUFJOWPMWFNFOU 7$$"7 
Change models assume that ‘buy-in’ will be achieved because the leaders will be convinced
that changes that benefit the organisation will also benefit themselves as the organisation’s
MFBEFST#VUJOUIFDBTFPGDIBOHFTUIBUBEESFTTHFOEFSJOFRVBMJUZUIJTBTTVNQUJPOJTQBSUJDVMBSMZ
vulnerable. While it is true that dismantling male privilege and power requires all men to
relinquish the benefits they have received from that privilege and power, for male leaders in the
workplace this relinquishment is further burdened by being a highly public process. As well,
these are men for whom male privilege has become entwined with their professional persona
and character. Thus, achieving the leadership ‘buy-in’ that organisational change models
advocate has enormous challenges.
5IFTZNQUPNTPGUIJTDIBMMFOHFWBSZJOTFWFSJUZ"UPOFFOEPGUIFTQFDUSVNlBOEQPTTJCMZ
CFDPNJOHSBSFSlJTPVUSJHIUIPTUJMJUZUPUIFJEFBUIBUXPNFOIBWFBQMBDFJOUIFCPBSESPPNPS
JOUIFFYFDVUJWF.PSFDPNNPOJTQBTTJWFSFTJTUBODFlBOBDLOPXMFEHFNFOUUIBUUIFSFJTB
QSPCMFN CVUXJUIPVUBHFOVJOFDPNNJUNFOUUPEPTPNFUIJOHBCPVUJU$PNNPOMZ NFO BOE
PGUFOXPNFO XJMMBQQFBMUPUIFJNQPSUBODFPGNFSJU DJUJOHUIBUOPCPEZlMFBTUPGBMMXPNFO
lXPVMEXBOUUPCFJOBQPTJUJPOPOMZUPGVMGJMBRVPUBPSUBSHFU4VDIBQQFBMTJOWBSJBCMZGBJMUP
acknowledge the barriers that women face in the workplace, and the point that targets and
RVPUBTBSFEFTJHOFEUPBEESFTTJOFRVJUZSBUIFSUIBOEJNJOJTINFSJU0UIFSTZNQUPNTPGUIJT
DIBMMFOHFJODMVEFBSHVNFOUTCBTFEPOHFOEFSFTTFOUJBMJTUBUUJUVEFTlGPSJOTUBODF UIBUXPNFO
BSFNVDICFUUFSQBSFOUTUIBONFOBOETIPVMEOUBTQJSFUPDBSFFSTlBOEPOTVHHFTUJPOTUIBU
women are themselves to blame for their lack of career zeal and commitment. Common to all
these reactions is a reluctance to face the uncomfortable truth that gender inequality in the
XPSLQMBDF BOE PGDPVSTF FWFSZXIFSFFMTF JTBQIFOPNFOPOUIBUIBTCFOFGJUFENFOBOEXIJDI
NFONVTUUBLFSFTQPOTJCJMJUZUPDIBOHF)PX UIFO DBONBMFXPSLQMBDFMFBEFSTCFFNQPXFSFE
to engage with this responsibility?
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Champions and catalysts
0OFTUSBUFHZJTUPJEFOUJGZBTNBMMOVNCFSPGMFBEFSTXIPDBOPGGFSMFBEFSTIJQPOUIJTJTTVF
BNPOHTUUIFPUIFSMFBEFST0GUFOSFGFSSFEUPBTDIBNQJPOT  or early adopters, these men will
ideally be ones who already have respect and influence in their workplace, and who have the
DPOGJEFODFUPCFJEFOUJGJFEXJUIUIFHFOEFSFRVJUZDBVTF#FDBVTFPGUIFJSJOGMVFODF UIFZBSF
able to be catalysts for discussion and awareness raising, which in turn can lead to formal
actions resulting in organisational change.
)PXDBOTVDINFOCFJEFOUJGJFE "SFQPSUQVCMJTIFECZ$BUBMZTU sought to gain some
insight into what such champions of change might look like. It identified three characteristics
that enabled men to have a higher awareness of gender bias and therefore greater potential to
BEWPDBUFGPSHFOEFSFRVBMJUZ .PTT3BDVTJO 
q %FGJBODFPGTPNFNBTDVMJOFOPSNT
q )BWJOHGFNBMFNFOUPST
q A strong sense of fair play
As well as men with these characteristics, there are also men who have been personally affected
by men’s violence against women, most often because of acts committed against their female
relatives or friends, but also occasionally as perpetrators who have come to see their behaviour
in a new light. While such men may be willing and committed to ending men’s violence against
women, they may not necessarily understand the importance of addressing gender inequity, and
they may unwittingly reinforce the drivers of gender inequality by adopting change strategies that
are themselves based on male power and privilege.
'VSUIFS UIFDVSSFOUTDBSDJUZPGNFO SFMBUJWFUPUIFOVNCFSTPGXPNFO XIPBSFQSFQBSFEUPCF
publicly vocal as change leaders can draw attention to these men in ways which may further act
to silence and marginalise women.
This highlights the need for all potential workplace champions to receive training and ongoing
TVQQPSU6OGPSUVOBUFMZ USBJOJOHPQQPSUVOJUJFTTQFDJGJDBMMZUBJMPSFEUPNBMFMFBEFSTBSF BUQSFTFOU 
GFXBOEGBSCFUXFFO0OFFYBNQMFJTUIF1SFWFOUJOH7JPMFODF"HBJOTU8PNFO-FBEFST$PVSTF 
BUISFFIPVSXPSLTIPQEFWFMPQFEBOEPGGFSFECZUIF7JDUPSJBO)FBMUI1SPNPUJPO'PVOEBUJPO
7JD)FBMUI JO.FMCPVSOF
Where no potential champions can be identified, the characteristics of potential gender equity
champions highlighted by the Catalyst Report may themselves provide a useful starting point.
Actions which encourage male workplace leaders to engage women mentors, identifying ways in
which they might defy some of the masculine norms of the workplace, and focus on fair play, may
be the beginning for some of them to start to question the social constructs and attitudes which
maintain gender inequality.

2

 5IJTUFSNJTQFSIBQTQSPCMFNBUJDBTJUSFJOGPSDFTUIFDPNQFUJUJWFOBUVSFPGTUFSFPUZQJDBMNBTDVMJOJUZ 
however, no other term has emerged to replace it.

Catalyst is an American organization focused on expanding opportunities for women and business
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Across Australia, the increasing focus on preventing men’s violence against women has seen
the emergence of some networks dedicated to supporting and encouraging male champions.
0OFFYBNQMFJT.BMF$IBNQJPOTPG$IBOHF .$$ BDPMMBCPSBUJWFJOJUJBUJWFPGDPSQPSBUF
BOEJOTUJUVUJPOBMMFBEFSTDPOWFOFECZ&MJ[BCFUI#SPEFSJDL 4FY%JTDSJNJOBUJPO$PNNJTTJPOFS 
"VTUSBMJBO)VNBO3JHIUT$PNNJTTJPO"T8FMMTet al.  EFTDSJCFT
.$$IBTBCSPBENBOEBUFPGQSPNPUJOHBOEJOTQJSJOHXPNFOTMFBEFSTIJQJOUIF
workplace but includes a specific objective to address violence in the workplace. The
JOJUJBUJWFJODMVEFT$&0TBOECPBSENFNCFSTGSPNDPSQPSBUJPOTXIPBSFMFBEJOHFGGPSUT
UPBEESFTTXPNFOTFRVBMJUZJOUIFXPSLQMBDF.$$IJHIMJHIUTUISFFJODSFNFOUBMTUFQTJO
achieving gender equality in the workplace: promote organisational interest and work to
SFNPWFCBSSJFSTBOEDIBMMFOHFTTIJGUGSPNQPMJDZUPQSBDUJDFBOEJNQMFNFOUBUJPO FOTVSJOH
DPNNJUNFOUBOECVZJOBDSPTTBMMMFWFMTPGMFBEFSTIJQBOEGSPOUMJOFBOECFBESJWJOHGPSDF
for true culture change within an organisation where a culture of inclusive leadership is
emphasized […] This initiative helps to advance the point that men and women can work
together to promote greater equality and safety in the workplace and in society.
#ZIJHIMJHIUJOHUIFTUSBUFHJFTUIFZIBWFMFEJOUIFJSPSHBOJTBUJPOTUPJODSFBTFXPNFOT
representation and leadership, these men offer incentive to other leaders to champion such
strategies as well .
Managers and masculinity
At the heart of the challenge to engage male workplace leaders as agents of change in their
workplaces lies the issue of management and masculinity. The paradigm of ‘think manager, think
male’ continues to pervade out culture and is one reason why the glass ceiling is so firmly in
place. If workplaces are to become leading players in the pursuit of gender equality then it will
take more than just having a few champions in the workplace. It will take a rethink of the way that
the theory and practice of management itself is aligned with the performance of dominant styles
PGNBTDVMJOJUZ$PMMJOTPOBOE)FBSO  BSHVFEUIBUJOUIFTBDFOUSBMDSJUFSJPOGPSUIF
evaluation of managers’ performance was “the masculinist concern with personal power and the
ability to control others and self”. They noted that:
4VDINBTDVMJOFEJTDPVSTFTBSFBMTPFNCFEEFEJODPOWFOUJPOBMNBOBHFSJBMMBOHVBHF
XIJDIJTGSFRVFOUMZHFOEFSFE GPSFYBNQMFCPUIJOUFSNTPGIJHIMZ IFUFSP TFYVBMJ[FEUBML
about ‘penetrating markets’ and ‘getting into bed with suppliers/customers/competitors’,
and in the extensive use of sporting metaphors and sexual joking in making sense of and
rationalizing managerial decisions and practices.
.BOZXPNFOXPVMEBSHVFUIBUWFSZMJUUMFIBTDIBOHFEJOUIFZFBSTTJODF BOEUIBUUIFEPNJOBODF
of this style of management is one reason why women themselves do not choose to put
UIFNTFMWFTGPSXBSEGPSTFOJPSNBOBHFNFOUSPMFT"TTUBUFEJOBNPSFSFDFOUSFQPSU #BSS 
“one of the big hurdles women face is working in boys’ clubs or battling testosterone style
MFBEFSTIJQUIFZXJMMXBMLBXBZFWFSZUJNFt



 5IF$PNNJUUFFGPS&DPOPNJD%FWFMPQNFOUPG"VTUSBMJBIBTBMTPCFFOEPJOHTPNFFYDFMMFOUXPSL
UISPVHIUIFJS8PNFOJO-FBEFSTIJQTFSJFT

Genders at Work: Exploring the role of workplace equality in preventing men’s violence against women

26

Recent years have seen a steady trend toward management styles that have a greater focus on
XIBUIBWFCFFOUSBEJUJPOBMMZVOEFSTUPPEBTGFNJOJOFTLJMMTlFNQBUIZ UFBNXPSL DPOTVMUBUJPO 
QSPDFTTSBUIFSUIBOPVUDPNF FNQPXFSJOHPUIFST)PXFWFS SBSFMZ JGBUBMM JTJUBDLOPXMFEHFE
that for male managers to adjust their style in this way is to set up a conflict between their
performance as managers and their performance of masculinity. Without this acknowledgment,
and the acquisition of skills to work through this conflict, it is unlikely that we will see substantial
DIBOHFTJOUIFHFOEFSFEOBUVSFPGNBOBHFNFOU)PXNJHIUUIJTIBQQFOJOUIFXPSLQMBDF
0OFJOUFSFTUJOHFYBNQMFJTUIFWalk the TalkQSPHSBNEFWFMPQFECZ"#7PMWP BOESVOOJOHTJODF
*OUIJTQSPHSBNTFMFDUFENBOBHFSTNFFUGPSEBZTPWFSUIFDPVSTFPGBZFBSBOEFOHBHF
in a variety of processes to enable them to reflect on gender and leadership issues. These
processes include:
q -FBEFSTIJQEFWFMPQNFOU
q Personal reflections and discussions
q Theory and research
q %JSFDUFEMJUFSBUVSFTUVEJFT GJDUJPO
q .FFUJOHTBOEEJTDVTTJPOTXJUIDPVSBHFPVTNBMFSPMFNPEFMT
q Reverse mentoring with women managers.
8IBUJTOPUBCMFBCPVUUIJTBQQSPBDIJTUIBUJUFOHBHFTUIFXIPMFQFSTPOlUIFNBOBHFSTBTNFO 
BTXFMMBTNFOBTNBOBHFST#ZEPJOHTP JUIPQFGVMMZFOBCMFTUIFNBMFNBOBHFSTUPOPUTJNQMZ
shift their gender relations in the workplace, but in all aspects of their lives. It is this holistic
approach that has the potential to enable these male managers to model a deeply transformative
approach to gender equity in the workplace.
Incentives to change
Given the many barriers to engaging male leaders in the journey toward gender equality, what
are the incentives that may assist men in overcoming those barriers? A particular question in
this regard is whether a focus on ending men’s violence against women is itself a beneficial or
detrimental incentive. While gender inequality and rigid adherence to gender stereotypes have
been identified as the social determinants of men’s violence against women, this does not mean
that strategies to address gender inequality must of necessity be linked to the aim of eliminating
men’s violence against women. Practitioners in the emerging sector of primary prevention of
men’s violence against women, including the co-author of this paper, report mixed experiences
about this matter.
Attempting to engage male leaders as advocates for gender equity in the workplace without any
reference to men’s violence against women is most often a frustrating experience. The pervasive
and normative nature of male privilege and power, whose symptoms in the workplace have been
OPUFEUISPVHIPVUUIJTSFQPSU DSFBUFBCBSSJFSPGQPMJUFBQBUIZBOEJOEJGGFSFODF4UBUJTUJDTBOE
stories about women’s experience of violence can be a very powerful way of awakening men from
UIJTBQBUIZBOEFOMJTUJOHUIFJSTVQQPSU)PXFWFS UIFSFJTOPHVBSBOUFFUIBUUIJTOFXJOUFSFTUl
PODFBXBLFOFElXJMMUSBOTMBUFJOUPBOFRVBMJOUFSFTUBOEDPNNJUNFOUUPHFOEFSFRVJUZJOUIF
workplace. Indeed, in some respects the focus on violence against women can have the opposite
effect, by reinforcing in men the need to be ‘protectors’ of women, with such protection potentially
including violent behaviour toward men who are perceived to be perpetrators.  As well, the long


 .BOZSFTQPOTFTUPUIFNVSEFSPG+JMM.FBHIFSJO.FMCPVSOFJOXFSFJOEJDBUJWFPGUIJTSFBDUJPO 
such as social media sites dedicated to getting rid of the ‘bad’ men in the community.
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term nature of the strategies to change men’s gender relations in the workplace can struggle to
compete against the immediacy of the need to ‘do something’ about violence itself.
Complicating this is the complexity of articulating the connection between addressing gender
equity in the workplace and eliminating men’s violence against women in the community. It often
seems far easier for men to take on board the notion that the causes of violence are personal
BOESFMBUJPOBM FYFNQMJGJFEQBSUJDVMBSMZCZUIFCFMJFGUIBUBMDPIPMJTNJTUIFNBKPSDBVTFPGUIJT
WJPMFODF UIBOJUJTUIBUUIFDBVTFTBSFTPDJBMBOEHFOEFSFE4PGBSUIFSFJTMJUUMFFWJEFODFUP
guide workplaces in this matter. The two notable workplace based primary prevention programs,
Stand Up: Domestic Violence is Everyone’s Business CBTFEBUUSVDLJOHDPNQBOZ-JOGPYEVSJOH
l BOEUIFY Respect Gender ProjectCFJOHSVOBU:.$"7JDUPSJBGSPNl
have both incorporated information both about men’s violence against women and gender equity. 
And while there has been much research on strategies to improve women’s representation
JOXPSLQMBDFMFBEFSTIJQXIJDIBSFQVSFMZCBTFEPOHFOEFSFRVJUZ TVDIBTTFUUJOHUBSHFUTPS
RVPUBT UIFGPDVTPGUIJTSFTFBSDIIBTBMXBZTCFFOFJUIFSPOUIFRVBOUJUBUJWFEBUBPSPOUIF
impact on the women themselves, and rarely on the impact of these strategies on male managers’
commitment to gender equality. Information from the White Ribbon Australia Workplace
Accreditation Program surveys and evaluation will be an important step in filling this gap.
Another incentive that is commonly used to encourage male workplace leaders to engage with
HFOEFSFRVJUZTUSBUFHJFTJTUIFACVTJOFTTDBTFlUIBUJODSFBTJOHHFOEFSEJWFSTJUZXJMMIBWFB
proven benefits to achieving the organisational goals, including profitability and retention of
talent. While there is no doubt that this incentive has a strong appeal and is more readily sellable
to both managers and boards, its focus on measures of profitability and financial success may
distract attention from enabling a deeper shift in workplace gender relations.
.FOTEPNJOBODFPWFSXPNFOIBTCFFOBEFFQMZFOHSBJOFEGFBUVSFPGBMNPTUBMMIVNBODVMUVSFT
GPSIVOESFETPGHFOFSBUJPOT%FTQJUFPWFSBDFOUVSZPGDSJUJRVFPGUIBUEPNJOBUJPOJO8FTUFSO
TPDJFUZ JUTUJMMSFNBJOTJOWJTJCMFBOEVOSFNBSLFEVQPOJONBOZXBZT"T#PC1FBTFOPUFTJOIJT
book, Undoing Privilege 1FBTF
0QQSFTTFEQFPQMFBSFDPOUJOVBMMZSFNJOEFEPGIPXUIFJSHFOEFSPSUIFJSDMBTTPSUIFJS
race are sources of discrimination. As a result, they are likely to have a heightened
consciousness of their oppression, whereas those privileged by prized statuses often
remain blithely unaware of them.
In this light, the invitation to male workplace leaders to address their own privilege and be
advocates for gender equity in the workplace and beyond, will be one that needs to be made
time and time again, and with patience and perseverance.



Y Respect Gender Project has a strong gender equity focus, but at the time of writing is still being
JNQMFNFOUFEBOEIBTOPUCFFOFWBMVBUFE4FFUIFQSFMJNJOBSZFWJEFODFSFWJFXGPSGVSUIFSJOGPSNBUJPO
7JD)FBMUI 
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Section 6: From workplace to the world
.FOTWJPMFODFBHBJOTUXPNFOJTVCJRVJUPVTJOPVSXPSME5IFJODSFBTJOHGPDVTPOUIFQSJNBSZ
prevention of this violence is evidence of a growing determination by governments, community
PSHBOJTBUJPOT BOEJOEJWJEVBMTUPBEESFTTUIFQSPCMFNBUJUTSPPUT0OMZXIFOUIFGPVOEBUJPOBM
conditions that allow this violence to flourish are changed can we hope to see a sustained
SFEVDUJPOJOUIFSBUFTBUXIJDIXPNFOBSFIVSUlBTZTUFNPGNBMFQSJWJMFHFBOEQPXFS 
comprising structural inequalities, sexist social norms, and everyday patterns of privilege and
disadvantage.
Work and the workplace is one sphere of our human world which contributes to the continuation
of this patriarchal system. As argued in this report, ongoing patterns of workplace organisation
BOEDVMUVSFSFJOGPSDFUIFVOFRVBMUSFBUNFOUPGXPNFOBOEUIFVOGBJSQSJWJMFHJOHPGNFO%FTQJUF
women working outside the home in greater numbers than ever before, work and workplaces
have been slow to show any signs of new perspectives on the role of work in the lives of women
or men. Even the most simple adaptations are won at the cost of much debate, and many far
from radical ideas fail to get off the ground.
Work is a vital way that most of us participate in the task of maintaining and growing the
societies we live in and rely on. It provides the opportunity for many of us to share our talents
and interests in the pursuit of the common good, and the growth of our common wealth. And
because a sizeable part of this common good is the right for all people to live free from the fear
of violence, work and workplaces must rise to the challenge of contributing to the prevention of
men’s violence against women. There is no excuse for any workplace to not be involved in this
UBTL'SPNUIFEFDJTJPOTNBEFBCPVUXPSLJOHIPVSTBOEGMFYJCJMJUZ UPUIFXBZUIBUNBOBHFST
are recruited and developed, to the policies that determine the care of workers affected by
EPNFTUJDWJPMFODF BOEUPUIFJNBHFTUIBUBSFVTFEUPTFMMQSPEVDUTlJOBMMUIFTFXBZTBOENPSF 
workplaces have countless opportunities to choose either to reinforce the old ways of patriarchy,
or to take the path to a fairer and violence-free world. Even the smallest private company can, for
example, ensure that the language of its reports is free from any sexist overtones, or choose to
deal primarily with other businesses that can demonstrate a strong commitment to gender equity,
or include a statement of support for gender equality in its email signature. Addressing gender
inequality is as much a matter of attending to the smallest details of our relationships and values
as it is to the larger matters of social norms or industrial laws.
#VUUIFTFMBSHFSNBUUFSTBSFBMTPWJUBM*ODSFBTJOHHMPCBMJTBUJPO BMPOHXJUIUFDIOPMPHJDBMBEWBODFT
and the increasing consumerisation of society, means that organisations and their workplaces
have a vast impact not only on workers and their families, but on whole communities and
societies. The power of commercial advertising means that hundreds of brands and their logos
are now recognizable by people of different languages and cultures in every corner of our planet.
Computer programs record and analyse our use of the internet in order to tailor the products that
are flashed before our eyes or appear on social media sites. This immense power to impact whole
DVMUVSFTCSJOHTCPUIEBOHFSTBOEPQQPSUVOJUJFT)PXDBOJUCFIBSOFTTFEUPFOTVSFUIBUPVS
society continues its slow journey along the path of equality, respect, and non-violence?
Perhaps the same creative and entrepreneurial energy which gave us the internet may be at least
part of the answer to this question. Although the gendered nature of work and workplaces may
be resistant to change, in other ways work has adapted to the changing contexts of our world.
The work that many of us do, and the workplaces that we do it in, is very different to the work

7

At a national level, the emergence of social media driven organisations such as Destroy The Joint gives
some clue about the potential positive harnessing of this power.
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and workplaces of our grandparents, or even parents. What might happen if that same spirit
of change was applied to the attitudes, systems and structures that currently prevent women
from experiencing equality and respect in the workplace? What might happen, for example, if
workplaces put a premium on employing men who wanted to work part time and stay home with
their children part time? If the corporate world made every day casual clothes day, so that men
could let go of obsessing about power and position? If all organisations of a certain size were
required by law to have a breastfeeding room? If annual performance appraisals included the
opportunity for both male and female staff to reflect on all of their life, not just the work part if it?
If diversity targets were the rule and not the exception? If staff experiencing domestic violence
were, without question, able to take the leave they need to care for themselves and their families?
5IFDIBMMFOHFGPSXPSLQMBDFTJTOPULOPXJOHXIBUUPEPUPQSFWFOUWJPMFODFBHBJOTUXPNFOlJU
is finding the will to do it. The evidence is that the will of public organisations, governments and
workplaces alike, to make progressive change is influenced in powerful ways by pressure for
change. In particular, progress in policies, laws, and services regarding men’s violence against
women around the world has been influenced by the presence of organised women’s movements.
If workplaces are to contribute to the prevention and reduction of men’s violence against women,
then pressure for change by women and men both in and outside workplaces is vital.
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