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Editor - Barbara West

Welcome to the sixth edition of Beyond the Spin, a
regular publication of The 100% Project. This is not a
traditional newsletter but rather an issues based
publication that informs, provokes and hopefully elicits
debate from readers. In each issue, Beyond the Spin
explores from various perspectives The 100% Project’s
Vision: “to see 100% of Australia’s leadership talent,
female and male, equally contributing to our social and
economic future.” The main article this month explores
the question of engaging men in the project of gender
equality: "Why?" In the first issue for 2012 guest
contributor Frances Feenstra, Chair of The 100%
Project, will address the second half of our double issue
on engaging men and address: "How?" This follow up
issue will also provide the stories of four men who are
already very engaged in working toward gender
equality.

| very much look forward to hearing your responses,
comments, questions and suggestions:

editor@the1oopercentproject.com.au
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Engaging Men in Gender Change

From the inception of The 100% Project, the board
directors and advisory council staff members, as
well as most volunteers and Champions, have
assumed that the project of discovering every
leader, female and male, would entail working with
women and men, businesses, organisations and
government...basically anybody who was willing to
contribute. From the start, then, we have joined
Catalyst (2009) in the belief “that men have a
critical role to play” in changing the gender
constructs that have led to a dearth of women
leaders and an overrepresentation of men leaders.

What we were perhaps less clear about are the
challenges that engaging men with this issue
would raise. A smaller number of men than women
are willing to dedicate time to learning about the
social construction of gender, and an even smaller
number are willing to dedicate time to doing
something about the inequalities it entails. Few
potential partner organisations exist that see our
current gender constructs as the problem to be
addressed, though many are working on the
related issues of a dearth of women at senior
levels, pay inequities, flexibility, etc. There are few
grants and other funding opportunities to tackle
our current gendered system as a barrier to social
and economic equality. Despite these and many
other challenges, the issue of engaging men in
gender change is not only important, it is central to
the success of the entire venture.

This issue of Beyond the Spin is dedicated to
exploring the "Why" of this engagement.

Why should men be central to the solution when it is
patriarchy — the institutionalisation of masculine
power — that is at the heart of gender inequality? In
the first issue for 2012, Frances Feenstra, Chair of The
100% Project, will address “How” individuals and
organisations can proceed with this engagement. In
this follow up issue next year we will also present the
views of four engaged men: two board members of
The 100% Project and two advisory council members,
who all see the unequal world in which they have
lived and worked as unfair and would like to do
something about it.

Why

There are three central reasons why engaging men in
gender change is not only important but central to
success. First, men make up almost half the
population, as well as the majority of current leaders,
and thus any social transformation that does not
engage them is doomed to fail. Second, gender
inequality affects the life choices and career
trajectories of both women and men, as well as the
effectiveness of our public and private institutions,
and therefore both genders must participate in
transforming our current gender constructs. The
third reason for engaging men is what we like to call
the importance of role modeling for groups and
organisations that have traditionally excluded
women.

Men have a critical role to play in
changing the gender constructs that
have led to a dearth of women
leaders.



Nearly half the population

As with any major social change, gender
transformation requires the engagement of large
numbers of people if it is to be successful. As men
make up almost half the population of Australia
(99.2 men/boys per 100 women/girls), and far more
than half of our society’s current leaders, any
successful program will require engagement with
at least some of these people. No social change
can ignore nearly half the population and have any
hope of succeeding.

At the moment many men in our society identify
with patriarchal gender norms and thus do not see
significant benefits for themselves in fully
engaging with the issue of gender change.
However, men are not a monolithic bloc with a
single point of view on this issue. As is true among
women, men’s perspectives on gender change
range from the most defensive and adamantly
opposed, to the most supportive. In between there
are large numbers of men who don't quite get
what it is all about but who are not opposed. There
are also many men who see gender change as a
‘women'’s issue’ that doesn’t want or need their
support. Some men support changes for women
without recognising that it is our current gender
constructs that need to change. Still other men
know that something needs to happen in their
organisation but do not yet know what.

...enormous rock structures,
which appeared just as solid
and complete as our current
gender system, collapse under
the pressure of infiltration by
water.
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These varying points of view, plus many more,
provide numerous points of entry for engagement.
This engagement will require different strategies for
different groups of men (and women) but are
necessary for creating lasting change. And pursuing
all of them will mean that, eventually, opposition to
gender change will dissolve from within. Conversely,
treating all men as the enemy of gender change, or
as individual representatives of patriarchy, is
completely unproductive. A strategy of non-
engagement will, on the one hand, solidify
opposition against transformation by those who are
already defensive and, on the other, alienate the
large numbers of men who are not opposed but who
have yet to be engaged in the issue. There is room to
work with everybody, men and women. Even those
who are most vocally and adamantly opposed can
have transformative experiences: the report recently
of a reformed skinhead who now works with the
Southern Poverty Law Center in the US to combat
other racist groups (AP, 2011), and who has endured
extensive, painful laser treatments to remove racist
tattoos from his face, neck and hands, is a reminder
that sometimes a cause’s greatest foe can become its
strongest friend... in a very literal way, the leopard
can change its spots.

A useful way to think about this need for widespread
engagement with men is with the analogy of water
and its ability to break open and eventually dissolve
rock. Water does this not with one or two enormous
blasts but by seeking out the tiniest openings and
flowing through them, gradually increasing the size
of these openings until they start joining and forming
larger openings. Eventually, enormous rock
structures, which appeared just as solid and complete
as our current gender system, collapse under the
pressure of infiltration by water. Think of the collapse
of the 12 Apostles: they stand up to the waves in the
Southern Ocean for millions of years and then
suddenly, seemingly out of nowhere, they fall down.
Certainly this is the strategy employed by Mohandas
Gandhi and his pursuit of independence for India.



He knew that opposing the British face on, using
force to push back against the force of colonialism,
would be devastating for his people and would
potentially strengthen the opposition of the British
to independence. For those of us working toward
gender change the historical lesson is apt:
engaging with as many men (and women) as
possible, without using direct force, may be the
only way to build consensus and eventually
dissolve the gender system that constrains and
limits all of us.

Benefits for all

It is painfully obvious when looking at the statistics
on economic leadership in Australia that our
current gender constructs affect the life choices
and career trajectories of women. According to
EOWA’s 2010 Women in Leadership census in
Australia only 2.5% of ASX 200 Chairs were
women; 3% of CEOs were women. Women CEQs
also make far less money than their male
counterparts and women generally retire with only
about half the amount of superannuation of their
male counterparts. Statistics like these could fill
dozens of pages or more, but probably arent
necessary to make our point about our current
gender constructs constraining women.

What may be less obvious is that men are also
constrained by contemporary gender constructs
and are limited in their career trajectories and,
especially, their life choices. According to The
100% Project’'s most recent research findings
(2011), 85% of men surveyed agree or strongly
agree that they “expect to devote a significant
amount of time and energy to the rearing of
children of my own” (p. 9), not just paying for that
rearing by others. And yet it also found that the
majority of these Australian men also feel unable
to ask for flexible working or time away from their
career in order to spend time as carers. They
believe that “using work-life balance initiatives
[would] be synonymous with career derailment” (p.
16).
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This research is similar to that by the Human Rights
and Equal Opportunity Commissioner, Elizabeth
Broderick, who found on her 2008 Listening Tour that
Australian men feel significant pressure “to be the
primary breadwinner” and work long hours that
prevent “them from sharing time with their partners,
children and other family members” (p. 3). These
feelings are backed up by Australian employment
figures, which show that men with small children
(below 5 years) still work in paid employment for an
average of 47 hours per week, with 40% of them
preferring to work less; a full quarter of Australian
men with young children work in paid employment
for more than 55 hours per week, with 61% of them
preferring more time away from the workplace to
spend with family (AIFS 2008). Clearly, contemporary
gender constructs, which continue to connect
productivity with masculinity and reproductivity with
femininity, mean that men who want to take a
greater role in their families are seriously constrained
by social and economic expectations laid at their feet
by employers, peers and even partners.

For the few men who do decide to cast aside
society’s expectations and stay home with small
children the consequences are even more severe.
Stay-at-home dad David Vernon says that he and
others like him “do it tough. Their social support
network, compared to their partner’s, is thin and
weak. Their working peers don’t understand what
they do all day. Their fathers, fathers-in-law and
uncles do not understand why a bloke wants to do
‘women’s work.” Younger male friends and
acquaintances think that [he] has given up all
ambition and thus can be pitied or ignored.” Vernon
says the reactions from women are often equally
negative: "Home and children are our domain and our
responsibility. ‘Get out!” is the message some exude.”

The reaction of some men to these gender
constraints may very well be that they have no
interest in staying home with children anyway and so
there is no reason to engage in the struggle to
change our current gendered structures.



However, far more men than those who want to
work part time or not at all during their childrearing
years are affected by the constraints of gender.
Contemporary masculinity also places a premium
on heterosexuality, thus leaving the majority of gay
and bisexual men in the same position as most
women: out of the running for our society’s highest
positions of economic and political leadership.
Contemporary masculinity also puts a premium on
certain physical forms. While we have been unable
to find Australian figures, this statistic from the US
is, at least anecdotally, valid for this country as well:
“Less than 15% of American men are over six foot
tall, yet almost 60% of corporate CEOs are over six
foot tall. Less than 4% of American men are over six
foot, two inches tall, yet more than 36% of
corporate CEOs are over six foot, two inches tall”
(Ross, 2008:1). We have only discussed two
constraints on some men but the list of ways
current definitions of masculinity prevent most men
from achieving their best is much longer.

Even the complete list of ways that gender
constrains most men from achieving their full
leadership potential may not be as long as the ways
that women are constrained in our society.
However, the number of men who will benefit
personally from gender change is far greater than
the number who benefit from the status quo. In fact
at some level all men will benefit, as will all women,
to the extent that finding the right leader for every
situation means that all the structures of our
society — from our public government to our private
companies and even families — will operate better,
providing better social, political and economic
benefits for every member of society. As a result,
engaging men as well as women in the project of
gender change is vital for them to contribute to this
restructuring in ways that will sustain and nurture
all of us into the future.
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Role Modelling

Many male-dominated fields and organisations
claim that it is too difficult to find appropriate
women for roles and that they are forced to
appoint yet another man to the board, yet another
man to their IT team, yet another man full stop.
Often they claim to have tried very hard and failed
to locate even a single woman to interview for a
position, leaving them with no choice but to hire a
man. And we have no doubt that it is sometimes
very difficult to find women who are qualified and
interested in doing some very male-dominated
roles. We also have no doubt that the men who get
hired in these roles are usually worthy of the
position.

At the same time, organisations working toward
gender change could make the same claim with
regard to finding men: It is just too difficult. They
don’t want to join. They aren’t as committed. They
aren’t as qualified, etc. Certainly the experience of
The 100% Project board reflects at least some of
these statements. As an organisation our board
has always had at least one male on it, though
finding engaged male board members has not
been without its challenges. And so, like most
organisations working on gender issues, the board
continued to be dominated by women, who were
very qualified, easily recruited through other
members’ networks and willingly engaged in the
daily work of board membership.

Even the complete list of ways
that gender constrains most
men from achieving their full

leadership potential may not be
as long as the ways that women
are constrained in our society.



Why should these organisations, including The
100% Project, which has been doing this for about
a year, put in the extra effort required to find
willing men? What is the benefit of passing up a
qualified woman just to continue searching for a
suitable man, when he might not exist?

The answer to these questions is exactly the same
as the answer to: Why should executive boards be
pushed to appoint more women? Because gender
diversity, not just the presence of women, is good
for an organisation’s financial outlook, community
engagement and long term viability. The literature
on the benefits of gender diversity is very large and
does not need to be reiterated here, i.e. Desvaux,
Devillard-Hoellinger and Meaney, 2008; Catalyst
2007. The point is that if people who are working
toward gender change and greater gender balance
believe that engaging women in executive boards
and senior leadership across the spectrum of all
companies, political parties, etc. then they should
be just as wedded to engaging men in their own
organisations and activities.

The strategies for how to achieve this desired
gender diversity are also the same for both the
male dominated corporate world and this female
dominated sector. And, as illustrated by the recent
experience of The 100% Project board, with its two
very engaged men, as well as two men on the
Advisory Council, these strategies work: Advertise
in publications, websites and venues that are
different from those from which you have filled
previous roles. Look outside your own network,
even if your own network is filled with qualified
candidates who just happen to be just like
everybody else in your organisation. Expand your
definition of ‘qualified’ to include traits and
experiences you have never considered and
therefore do not already have in your organisation.
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Consider gender as a legitimate selection criterion,
alongside other, more traditional ones. And have a
look at the first issue of Beyond The Spin in 2012 for a
host of others ways that you and your organisation
can take action to try to engage a significant number
of men in the project of gender change and thus
serve as a role model for the male-dominated world
in how and why to engage, recruit and promote
differently. we

...gender diversity, not just the
presence of women, is good for an
organisation’s financial outlook,
community engagement and long
term viability.
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OPINION

As we approach Christmas and Boxing Day, Hanukkah,
Festivus, Kwanzaa, Saturnalia, Pancha Ganapati,
Shab-e Yalda, Zamenhof Day, the Summer/Winter
Solstice (depending on your hemisphere), Hogmanay,
western calendar New Year’s and a host of other peak
season holidays, | am reminded of another source of
inequality between women and men.

In the majority of heterosexual couples, it is the
women who do the lion’s share of family holiday work:
buying and wrapping gifts, sending cards, making
biscuits/cakes/sausage rolls for school parties,
planning family get-aways, shopping and cooking for
special meals, etc... All of these activities are work.
Not work for which women are paid, or for which they
get contributions to their superannuation. It may even
be a labour of love. But it is still work. Work that takes
time away from participating in activities for which
woman do get paid and accumulate super.

Soif you are a heterosexual woman and are concerned
about gender equality, make sure your partner buys at
least half your children’s gifts this year, and all the gifts
for his own parents, siblings, friends and colleagues.
Have him write out the cards to his friends and family.
Make sure he contributes to that special meal,
whatever holiday you celebrate. Don't treat him like
just another child who can expect that everything for a
great day has been taken care of without his lifting a
finger. It's not fair to you. And it's not fair to him,
either, to miss out on the joy of giving. Does he know
the pleasure of seeing his gift choices light up the
faces of his children?

And if you are a heterosexual man, give the gift of
equality this year. Don't expect your partner to do all
of the adult planning and prepping for your family’s
holiday.
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Don't sit back like a child and expect a terrific day,
with food on the table and a drive down the coast,
without your having put in any effort beforehand.
It's not fair to her. And, it’s not fair to you, either.
Maybe you would plan a different holiday than your
partner, or send a different card, or buy a different
gift. You never know until you put in the work it
takes to create a successful family celebration.

And on that note, go off and have fun! Because
that’s what real equality provides: equal access to
fun, joy and rest, as well as work. we

...that's what real equality
provides: equal access to
fun, joy and rest, as well
as work.

To have your say email editor@the1oopercentproject.com.au
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Beyond the Spin and The 100% Project are your
window to the world of gender and leadership. As
such, we would like to point you in the direction of
some interesting work that has recently been
published on the topic of gender equality.

Read the media release for our recent launch of our
research entitled "Men at Work: What they want
and why it matters for women" here. You can read
the full research report here, or a two-page
summary here.

Men At Work: Read the article that appeared in
BRW regarding the results of The 100% Project's
recent research report. Leo D'Angelo Fisher,
September 5, 2011.

This report by the Reibey Institute demonstrates a
direct relationship between numbers of women on
boards and higher returns on equity.

Time male bosses walked the talk on equality:
Sydney Morning Herald, Leonie Lamont, October
15, 2011. Read the article here.

Elevating the Representation of Women in
Leadership: Sex Discrimination Commissioner
Elizabeth Broderick and the Male Champions of
Change have released a report on the progress of
their work.

News.

Your window to the w*d.

Dreams of a full-time job steadily lose their appeal:
Women who are most likely to shift their interest
from full-time work to part-time work are
university educated. Sydney Morning Herald, Adele
Horin, 12 November, 2011. Read the article here.

Company lag on women executives: Women are
outnumbered almost four to one by men in senior
positions at the biggest companies, disclosures
under new ASX guidelines show. Read the article
here.

“Closing the gap: Women have made huge
progress in the workplace, but still get lower pay
and far fewer top jobs than men. Barbara Beck asks
why.” Read the article here.

Limited Seating: Mixed Results on Efforts to
Include More Women at the Corporate Board
Table. An interesting article on Board quotas by
Knowledge @ Australian School of Business.
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A Final Note...

The 100% Project

We hope you have enjoyed this issue of beyond the
spin! Please tell us what you think and send us
your ideas for future issues.
editor@theioopercentproject.com.au.

Callus on: 03 96457981
Email us at: info@the1oopercentproject.com.au

Visit our website:
www.theioopercentproject.com.au

You can also find us on Facebook and Twitter:

facebook. twiktker

Show your support for improving the gender balance in leadership of
Australian companies becoming a Champion of the 100% Project!

Visit our website to find out how: www.theioopercentproject.com.au
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