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Organisational Capability

PEOPLE

Aurizon has been active in growing the 

capability of our people through programs 

focused on leadership, people-centred 

change and diversity and inclusion. 

Following extensive consultation  

with employees via culture surveys  

(3,315 employees), leadership profiles  

and town hall sessions, it became clear  

that our people desire a values-based, 

performance-driven culture that focuses  

on strategic clarity, shared meaning and 

effective leadership. As such, we have 

sought to ensure our capability program 

focuses on both leadership and technical 

knowledge. 

Examples of the enterprise-wide initiatives 

being implemented to address some of  

these findings include the following:

  The Aurizon Way of Leadership:  
A consistent approach Aurizon leaders 

take to lead our people and achieve 

their full potential.

  People Centred Change: Designed  

to effectively manage and implement 

change using diverse and inclusive 

teams.

  Team Challenge: Encourages 

employees to share ideas on reducing 

cost and improving the running of the  

business (in FY2016 it generated  

over 90 initiatives for localised 

improvements, which has led to  

over $1.8 million in benefit).

  Customer Excellence:  
Enhances employee awareness, 

understanding and connection with  

our customers and the role they play  

in helping us to deliver our Blueprint.

EMPLOYEE RELATIONS

In 2015 the Full Bench of the Fair Work 

Commission decided to grant Aurizon’s 

application to terminate 12 expired 

Enterprise Agreements (EAs). The Full 

Bench stated in the decision: “Many of  

the provisions sought to be removed or 

varied are not common in most enterprise 

agreements... We do not think the  

changes proposed, objectively viewed, 

involve exploitation or unfairness in the 

terms and conditions of employment  

of Aurizon employees.”

This decision paved the way for Aurizon’s 

successful negotiation in FY2016 of new 

EAs that allow more flexible, modern and 

competitive work practices to deliver 

efficient services for customers and  

create value for shareholders. For example, 

the implementation of these EAs enables 

us to more readily adapt to changes in  

the market. This was demonstrated by  

our ability to right-size our workforce in 

response to the closure of Queensland 

Nickel’s Yabulu refinery. 

Other benefits include:

  17% reduction in overtime spend  

for national train crew and  

23% reduction for maintenance  

crew since FY2015

  9% reduction in hours spent 

transferring train crew by car to  

train location.

Alongside these changes we are reducing 

management positions in our operations 

functions by flattening the leadership 

structure. This will simplify and improve 

service delivery and ensure accountability 

at the regional level.

Finally, EAs have also enabled successful 

transition of our employees, such as those 

based at our Redbank maintenance facility, 

which was earmarked to close in June 

2017. With the support of the new EAs,  

we were able to sign an agreement with 

Progress Rail in August 2016 to ensure it 

would continue operating with a majority 

of the current workforce until October 

2024. This is a great outcome for those 

employees, the community of Ipswich  

and for Aurizon.

Team challenge — Aurizon ‘Ride Share’ initiative

Each week many Aurizon employees are required to travel to and from an airport to take flights as part 

of their job. As a part of the Team Challenge, a group of graduates developed a process for matching 

passengers on the same flight and auto-generating emails to encourage them to share taxis or hire 

cars. Employees from across the Company have embraced the ‘Ride Share’ concept and to date 

approximately 300 people are sharing transportation each month. This is a great example of how  

small ideas can make a big difference to the Company’s bottom line.

Our greatest asset is the collective capability of our people to safely  
and efficiently operate complex supply chains.

http://www.fwc.gov.au/documents/decisionssigned/html/2015fwcfb540.htm
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DIVERSITY

We believe a company should celebrate the 

diversity of perspectives, backgrounds and 

experiences of its workforce. By doing so 

we strengthen our organisational capability, 

avoid ‘group think’ and ensure we reflect the 

broader marketplace and society in which 

we operate. The following section includes  

examples of diversity and inclusion 

initiatives we implemented this year.

GENDER INCLUSION

In June 2014 we announced the bold target 

of increasing the number of women in the 

workforce to 30% by the end of 2019. 

During FY2016 we have increased the 

percentage of women in our workforce  

to 17.4%. This is as a result of a number of 

initiatives, including mandating diverse 

candidates for short lists and has led to 

women accounting for approximately  

half of all new hires in FY2016. We have 

also surpassed our targets for female 

Non-Executive Directors (three out of eight 

against a target of at least one, as of 25 

July 2016) and women in the Management 

Leadership Team (32.1% against a target of 

31%). The employee datasheet contained in 

this Report includes detailed breakdown  

of FY2016 statistics on diversity profiles 

including age, gender, employment type 

and remuneration comparisons.

STAND UP, SPEAK UP

Gender inclusion is not just about 

increasing the percentage of women  

at Aurizon, we also need to ensure we 

have an inclusive workplace culture.  

To this end we launched an internal 

campaign in February 2016 called ‘Stand 

Up, Speak Up’. This campaign seeks to 

encourage all employees to ask ‘What do 

you mean by that?’ whenever they hear 

comments or see actions that demean, 

belittle or are disrespectful in any way, 

particularly in regard to gender. It is a 

respectful way to challenge the person 

who may have made the comment 

consciously or subconsciously, and is  

an immediate and constructive resolution 

to a potentially difficult situation.

SHARED CARE

Launched in February 2016, Shared Care 

gives Aurizon families a new choice when 

considering who takes on caring 

responsibilities for their child in the first 

year. Shared Care provides a financial 

incentive based on ‘half-pay’ for a partner 

to take a leave of absence to stay at home 

and care for their child in their first year, 

allowing the mother to return to work 

full-time. This initiative is also available  

to same sex couples and single parents.  

The initiative is the first of its kind in 

Australia. We are very proud to lead by 

example in changing the way our society 

thinks about childcare and workplace 

flexibility. Adjacent is a collection of  

media coverage of the initiative’s launch.

TRANSITION TO OPERATIONS AND  

MD & CEO ROTATION PROGRAMS

The Transition to Operations program was 

developed to provide a pathway from 

employment in corporate areas through to 

roles in operational leadership. Since 

inception, eleven women have transitioned 

into Operations after rotating through 

various roles over an 18-month period.

To develop female leaders, the CEO Rotation 

program also enables high-potential women 

to shadow the MD & CEO for a four-month 

period and be part of the Management 

Leadership Team. The program is now  

in its fourth year.

ALLin INCLUSION

ALLin is our lesbian, gay, bisexual, 

transgender, intersex and queer  

(LGBTIQ) network for employees and 

allied supporters. Executive Vice President 

Michael Carter is the executive sponsor  

for the network. In FY2016, ALLin 

undertook a number of initiatives to 

promote a safe and respectful workplace 

where everyone can bring their whole  

self to work, including:

  becoming a sponsor of Out for 

Australia, a not-for-profit organisation 

that seeks to support and mentor 

aspiring LGBTIQ professionals as they 

navigate their way through the early 

stages of their career 

  rolling out 1,000+ rainbow laces to 

operations employees to show their 

visible support to the LGBTIQ 

community and encourage everyone  

to bring their whole self to work.

Aurizon Business Analyst Rhiannon Kop 

won OUT Role Model of the Year in May 

2016 at the Australian Workplace Equality  

Index Awards (AWEI) for her outstanding 

contribution as a role model in the LGBTIQ 

community and in her role as chair of the 

ALLin Network.

“Aurizon puts women on track 
with paid parental leave 
scheme.”

The Australian | Feb 27, 2016 

“Is this the world’s best boss? 
Rail company CEO vows to 
pay mothers 150% of their 
salary if their partner stays 
home with the kids.”

Daily Mail Australia | 2 March 2016

“Platinum partner Aurizon 
launches bold new parenting 
initiative.”

UN Women National Committee 
Australia | Feb 26, 2016 

“Rail giant Aurizon’s innovative 
‘Shared Care’ policy 
challenges cultural norms!”

Senator the Hon Michaelia Cash, 
address to the National Press Club 
on 8 March 2016 

“Australian company gives 
new mums 150% of their 
salary if their partner stays  
at home with the kids.”

The Telegraph UK | 2 March 2016 

If you don’t speak up, people assume 
you agree. That’s why we ask everyone 
at Aurizon to speak up against inequality 
and let others know if their attitude or 
comments are inappropriate, offensive 
or simply not on. Stand Up, Speak Up 
for yourself and your workmates. Help 
us deliver a respectful, supportive and 
inclusive environment for all employees. 

Support the campaign on  
My Sites #StandUpSpeakUp 

An initiative of Aurizon’s  

Male Champions of Change. 

http://www.aurizon.com.au/~/media/aurizon/files/careers/aurizon%20shared%20care%20-%20employee%20booklet%20web.ashx?la=en
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INDIGENOUS INCLUSION

Indigenous economic participation 

remains a national challenge with 

Indigenous unemployment rates presently 

three times higher than that of non-

Indigenous. It is the responsibility of all 

Australian companies to increase the 

representation and integration of 

Indigenous Australians in the workforce. 

At Aurizon we take this responsibility 

very seriously and we seek to build on a 

history of employing Indigenous 

Australians as we work toward 

reconciliation.

In the past year we recruited 52  

new Indigenous employees and the 

percentage of Indigenous employees 

increased from 3.3% to 4.3% of the 

workforce. While we are pleased to  

report on this progress, like many  

others, we have much more work to do.  

Our improvements have been based  

on the implementation of our first 

Reconciliation Action Plan (RAP)  

in November 2015. The RAP outlines  

how Aurizon will contribute to 

Reconciliation in Australia and how  

we can make a tangible difference  

in supporting continued employment 

opportunities for Australia’s First  

Nation Peoples.

INDIGENOUS REFERENCE GROUP

Our Indigenous Reference Group (IRG)  

was established in July 2015. This group 

comprises a broad range of people from 

across our organisation, including 

Aboriginal and Torres Strait Islander 

employees. The group assist in shaping 

our Indigenous Strategy and suggests 

areas for improvement and new ideas. 

Members of the IRG also managed the 

Indigenous Pre-employment program 

referred to in the Community Engagement 

chapter.

INDIGENOUS ART ON TRACK 

MACHINES — ROCKHAMPTON

To acknowledge the Indigenous culture  

of Central Queensland’s Darumbal People, 

we commissioned Indigenous artwork to 

be emblazoned across Aurizon’s new 

high-tech fleet of track machines. In May 

2016, local Aurizon employees and more 

than 20 Darumbal elders attended a 

naming ceremony at Rockhampton Station 

where the two new track machines were  

on display (Figure 38).

The machines were named ‘Yugu Nunthi’ 

meaning ‘water lily country’.

AWARDS

INTERNAL 

Aurizon celebrates the achievements of  

its high performing individuals and teams 

through an Excellence Awards program 

each year. The Award’s categories are 

reflective of the Company’s values —  

Safety, People, Integrity, Customer and 

Excellence. 

EXTERNAL 

We have been recognised with numerous 

diversity awards in FY2016, including:

August 2015 
Engineers Australia — 

Most Outstanding Company  

in Gender Diversity

December 2015 

AHRI Dame Quentin Bryce AD CVO —

Awards for Gender Equity in the Workplace

March 2016 
UN Women’s Empowerment Priniciples —  

CEO Award for Cultural Change for 

Empowerment

March 2016 
Queensland Resources Council — 

Excellence in Diversity Programs  

and Performance

May 2016 
Queensland Reconciliation Awards — 

Business Category

May 2016 
AWEI Bronze Tier Employer —  

LGBTI Workplace Inclusion

Figure 38: 
Track machine with Indigenous artwork.

“Today is about 

reflecting on and 

recognising that the land 

on which these machines 

will operate is the 

homeland of the 

Darumbal People.  

At Aurizon we believe  

in the importance of 

respect for Indigenous 

history, cultures and 

customs, and we are 

committed to building 

stronger relationships  

in the local communities 

where we operate.”

Alex Kummant  
EVP Network

Extract from Aurizon Media Release, 

Indigenous culture celebrated on 

Aurizon’s high-tech machines,  

10 May 2016.


