
 



 

The South Australian Freight Council (SAFC) commissioned Leed Consulting to develop the report “Best Practice Principles for Increasing Gender Equality in the Transport and Logistics 

Industry’ (October2014). The resultant output has been used by SAFC to form the majority of the report.  

The South Australian Freight Council Inc is the State’s peak multi-modal freight and logistics industry group that advises both the Federal and State governments on industry related 

issues. SAFC represents road, rail, sea and air freight modes and operations, freight service users (customers), and assists the industry on issues relating to freight and logistics across 

all modes. At the time of writing SAFC was funded by grants from both the State and Commonwealth Governments (through the Agency of the State and Federal Ministers for 

Transport) as well as industry. 

Disclaimer 

This report has been prepared based on information sourced from or supplied by third parties. Accordingly, SAFC accepts no liability resulting from the accuracy, interpretation, 

analysis or use of information provided in this report. It is important to understand that much of the information gathered is anecdotal or based on information provided by or 

sourced from third parties and as such has not been corroborated. In addition the inclusion of information on products and services in the report are intended to inform the reader 

and does not imply or mean that the South Australian Freight Council, nor its members, endorses them. 
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SAFC as a peak industry body, with members 

drawn from all industry sectors across the 

supply chain, believes that an efficient, 

effective and internationally competitive 

freight system is essential in enabling the State 

to achieve the social and economic future it 

deserves. SAFC is of the opinion that a key 

enabler of achieving these ambitions is the 

development of a competently skilled and 

expanding workforce, a workforce where 

women are increasingly and deservedly given 

the opportunity to contribute. However SAFC 

recognises more must be done to ensure 

women are attracted to the transport and 

logistics industry, and once there, are retained 

by ensuring they are provided with the 

opportunities they merit, something which 

they may not have received in the past. 

The South Australian Freight Council is 

committed to supporting women employed in 

transport and logistics to realise their 

professional potential. Our vision is that the 

industry offers opportunities for existing 

women employees to pursue dynamic and 

fulfilling careers, while also attracting new 

female employees. 

Transport and logistics is often described as 

being at the ‘cutting edge’ of technology and 

innovation. The opportunity exists for the 

industry to likewise lead the way in 

showcasing best practice principles for 

encouraging greater workforce diversity and 

gender inclusion. 

 This document references recent publications 

and research regarding best practice, and is 

further supported by interviews with local 

employers. It also highlights case studies of 

South Australian women working in a diverse 

range of roles, outlining what attracted them 

to the transport and logistics industry and how 

they have established successful careers in 

non-traditional roles.  

Through the release of this document SAFC 

continues to position itself as a leader in 

addressing “People” related issues on behalf 

of the South Australian transport and logistics 

industry. 

Introduction 
The South Australian Freight Council (SAFC) is the State’s peak, multi-modal freight 

and logistics industry group that advises both the Federal and State governments on 

industry related issues, and is funded by both governments and industry. SAFC           

represents road, rail, sea and air freight modes and operations, freight service              

users, and assists the industry on issues relating to freight logistics across all modes.  

South Australian Freight Council 
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Transport and Logistics         

Industry Overview 
SAFC has previously attributed the transport and 
logistics ‘Hire and Reward’ sector as making up 
6.9% of South Australia’s Gross State Product 
(SAFC, 2010). This figure would represent $6.7 
billion of value added to the South Australian 
economy for 2014. 

It should be noted that in 2007 the Australian 
Logistics Council (ALC) estimated the total 
contribution of transport and logistics to the 
South Australian economy at 17.1% of Gross 
State Product. This estimate, however, includes 
ancillary economic sectors providing internal 
transport services (e.g. the fleet operations of 
food manufacturers). Just as the transport and 
logistics sector includes, for example, accounting 
and administrative staff in its estimates of 
economic contribution, these ancillary sectors 
include their transport staff in their own 
respective estimates. Inclusion of such cross 
sector activity leads to double counting of 
economic contribution. However it can be 
concluded that when the “Ancillary” industry is 
considered, the industry is much larger than the 
“Hire and Reward” statistics indicate.   

The industry is in the fortunate position to be 
experiencing strong demand and growth, which 
translates into increased job opportunities. The 
Transport and Logistics Industry Skills Council 
has forecasted 151,000 job openings for the 
period 2013-17, with a corresponding 
employment growth rate of 1.8 per cent a year. 
This is higher than the all industries rate of 1.4 
per cent. 

New job opportunities are being created from 
increased demand in various sectors and new 
occupations are evolving from advances in 
technology. The retirement of existing workers is 
also increasing job opportunities. The transport 
and logistics industry has a considerably higher 
percent of workers aged 55 or over than the rest 
of industries, which itself is likely to create 
future issues as these workers approach 
retirement (BITRE, 2014). Meeting the ongoing 
labour demand will require a shift in strategies 
and practices used by employers to attract and 
retain a skilled and engaged workforce.  

 For further information: 

South Australian Freight Council - Economic Impact Assessment and Strategic Analysis (2010) 

Transport and Logistics Industry Skills Council Ltd 

 Transport and Logistics Annual Environmental Scan-2014 

 Forecasts of Labour and Skill Requirements 2013-17 

 Productivity and Productivity Growth in the Australian Transport and Logistics Industries  
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Statistics 
There are a variety of statistics which measure participation 
rates for women in the Australian workforce in general and 
the transport and logistics sector in particular. The 2014 
TLISC E-Scan report estimates, based on unpublished ABS 
Labour Force (Cat. no. 6202.0) quarterly data and 
customised tables from the ABS 2006 Census, places the 
share of women in transport and logistic specific 
occupations as low as 14% (CEET, 2013). 

Whilst calculations from the Workplace Gender Equality 
Agency (WGEA) indicate the percentage of women in 
Transport, Postal and Warehousing employment is around 
26.9% based on data that is reported to WGEA from non-
public sector organisations with 100 or more staff (reported 
during the 2013-14 reporting period). This is different to the 
ABS Labour Force Survey data, which is based on a sample 
survey and includes the public sector.  

Similarly when measuring ‘Pay Gap’ changes in 
methodology have produced figures that vary. The most 
recent statistics utilising ABS’s “Average Weekly Earnings” 
measures indicate that the industry average pay gap 
between men and women is 16.1%. This is slightly lower 
than the average for all industries of 18.3%, but is a figure 
that SAFC has some confidence in utilising (ABS, Cat. no. 
6302.0).  

However, the WGEA figures for base salary (19.6%) and 
total remuneration (22.6%) for transport and logistics are 
also relevant, as they reveal possible trends in women’s and 
men’s access to discretionary pay, such as overtime, 
bonuses and so on. Whilst we are pleased to note that the 
pay gap in transport and logistics is not as high as the 
economy wide average, we remain disappointed that there 
is a gap at all. 



 



 

The industry is characterised by immense diversity in types of 
businesses and occupations. However, this diversity currently 
doesn’t translate to the workforce demographics. The 
Transport and Logistics Industry is described as being a ‘non-
traditional’ employment pathway for women, as the majority 
of employees are men and there is a perception that most 
work undertaken is stereotypically ‘masculine’. 

Women are predominately employed in support related roles 
such as administration, human resources, procurement and 
finance.  The most common managerial positions undertaken 
by women are found in communications, human resources, 
business development as well as quality and risk management 
areas (WISC, 2010, p.8). 

Women in South Australia make up only 18.7% of the 
Transport, Postal and Warehousing sector in the state, but 
worryingly this number has dropped from 21.7% in 2008  
(SAFC, 2013).  

However, advancements in technology have, arguably, 
increased employment opportunities for women. Certain 
technology advancements continue to erode incorrect 
perceptions that certain job roles are too dangerous or 
considered impractical for females. For example, automatic 
gearboxes and hydraulic lifting equipment allow those once 
considered too small to drive large trucks and carry out 
materials handling tasks that in the past may have been 
perceived ‘too heavy’. 

Workforce surveys also show that female transport and 
logistics employees have, on average, higher education levels 
than their male counterparts, with 18.3 percent achieving a 
diploma or higher, compared with 11.7 percent of males 
(WISC, 2010, p. 13).  This demonstrates that women have the 
desire, skills and knowledge to meet job role requirements in 
this changing and advancing industry.   

What is possibly the biggest issue for women in transport and 
logistics Australia wide is pay discrimination. In 2007 there was 
a 5.2% gender pay gap benefiting men but by 2014 instead of 
closing, the pay gap had actually increased to 16.1% (ABS, Cat. 
no. 63020.0). While the transport and logistics pay gap is still 
lower than the all industry pay gap of 18.3%, it in recent years 
has continued to widen at a much higher rate. 

Women in the Transport & 

Logistics Workforce 

    

South Australian Freight Council 

For further information: 

Women in Supply Chain: 

 The Unseen Gender in Transport and Logistics  
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Recognising and being inclusive of all employees has 

demonstrated benefits to businesses. In the context of 

the Transport and Logistics Industry, the low 

representation of women employees means that a strong 

focus is being placed on strategies specifically to support 

and increase the numbers of women in our workforce. 

The Workplace Gender Equality Agency advocates that 

the aim of gender equality in the workplace is to achieve 

broadly equal outcomes for women and men. The Agency 

states that gender equality is achieved when people are 

able to access and enjoy the same rewards, resources and 

opportunities regardless of whether they are a woman or 

a man – not exactly the same outcome for all individuals.   

The Transport and Logistics Industry Skills Council has 

estimated that women represent approximately only 14 

per cent of the industry workforce (TLISC, 2014).  The fact 

that only 14 per cent of all transport and logistics specific 

workers (e.g. the train driver but not the accountant) are 

female is evident that inequity and career barriers 

continue to be an issue for women in the Transport and 

Logistics industry, as demonstrated by the decline in the 

number of women employed in the sector in the last 

decade despite previous years of strong growth.  

Recent research undertaken by the Transport and 

Logistics Industry Skills Council also cite a corresponding 

decrease in the strategies used by employers to increase 

the number of women in the workforce (TLISC, 2013). 

Clearly, the benefits and opportunities for attracting and 

retaining women are not being fully embraced. 

As with many industries, Transport and Logistics is 

increasingly facing workforce challenges such as retiring 

personnel and difficulty attracting skilled workers. Given 

the increasing labour demand, combined with the fact 

that females make up approximately 45% of the general 

workforce in Australia, there is a clear opportunity for 

greater inclusion and utilisation of women in Transport 

and Logistics.  

 

 

What is Diversity? 

The term ‘diversity’ refers to many demographic variables including inherent differences such as gender, age, cultural and 

linguistic background, sexual orientation, intellectual and/or physical ability. Diversity also extends to religious beliefs, socio-

economic status, educational background and family responsibilities. 

Supporting workplace diversity involves creating an inclusive environment that values and respects employee’s individual 

differences and the varied experience and points of view they offer. It also requires being supportive of the specific challenges 

faced by some employee groups.  

Gender and Equality in Transport and Logistics: Best Practice Principles 

What is Gender Equality and Why is it 

Important? 
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Establishing and advocating a business case for 
gender equality is an essential prerequisite for 
building and sustaining a commitment to gender 
equality. 

The benefits for women in being able to access and 
enjoy the same rewards, resources and 
opportunities in the workplace are evident. 
Research further demonstrates that the benefits for 
implementing gender equality best practice 
initiatives also extends to the broader workforce, 
and provides a powerful value proposition to 
support with attracting and retaining skilled 
workers.  From an organisational perspective, 
diversity and increased gender equality is also 
linked to increased productivity and business 
performance.  

 

Examples of some of the key benefits include: 

 

 Increased employee engagement and 

satisfaction 

An extensive study on employee opinion survey 

responses found a positive and significant 

relationship between employees overall job 

satisfaction and engagement with how fairly their 

company treated diverse employees and customers 

(Catalyst, 2013) 

 

 Heightened problem solving skills and 
innovation 

Researchers measured 28 teams on a wide variety 

of diversity characteristics and found that diverse 

teams performed better on highly complex tasks 

than homogenous teams. Researchers suggest this 

was related to the broader range of perspectives 

and thinking processes undertaken by diverse 

teams. 

A 15 year study on the management teams of 

leading firms also found that companies with a 

greater number of women in senior management 

improved the performances of firms that were 

heavily focused on innovation due to the wider set 

of experiences, approaches and resources to draw 

upon (Catalyst, 2013). 

 

 Enhanced customer service 

A workforce which is as diverse and representative 

of its customer base has been found to be better 

equipped to understand and anticipate customer 

needs. 

 

 Improved financial performance 

Since 2004, a series of Catalyst studies have shown 

that companies with the highest representation of 

women in senior leadership have better financial 

performance than companies with the lowest 

representation of women. The companies with the 

highest representation of women had 35 percent 

higher return on equity and 34 percent higher total 

return to shareholders (Catalyst, 2013). 

The Business Case for Diversity and 

Gender Equality  

 For further information: 

 Catalyst –                                                                 
Why Diversity matters (2013) 

 Workplace Gender Equality Agency –   

The business case for gender equality  
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Organisational culture can be described as a 

collective set of attitudes, values and 

behaviours which characterise and shape an 

organisation. Culture can profoundly 

influence an employee’s experience in the 

workplace – both positively and negatively. 

An inclusive and equitable culture 

demonstrates behaviours that value and 

respect individuals and groups with different 

backgrounds, as well as recognising the 

specific challenges and circumstances 

experienced by these different groups. 

Everyone has a role to play in achieving a 

workplace that is equitable and inclusive. 

Examples of behaviours and practices 

include: 

 

 being aware of your own beliefs and 

behaviours & how this may influence 

the way you treat others 

 listening with an open mind to 

understand different points of view 

 being proactive in offering support to 

others 

 

Examples of how leaders can foster an 

inclusive workplace culture include: 

 encouraging team members to 

welcome and help new team 

members settle in. Strategies could 

also include a buddy system that 

ensure all employees are aware of and 

understand their role in 

demonstrating inclusive behaviours 

Best Practice Principles for 

Increasing Gender Equality 
It is recognised that most organisations already have in place gender equality initiatives. 

The purpose in highlighting the following principles is to reinforce the key behaviours and 

initiatives that have been associated with best practice and proven to increase gender 

equality. 

A range of research and resources are referenced with the principles, as well as questions 

to encourage reflection on how your organisation is currently performing, and any 

potential opportunities for improvement. 

Fostering an Inclusive and  

Equitable Workplace Culture 

Gender and Equality in Transport and Logistics: Best Practice Principles 
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 providing feedback on employee behaviours in 

relation to inclusivity as a part of performance reviews 

 ensuring that teams are not overly influenced by a 

small number of individuals by seeking out 

perspectives of all team members and encouraging full 

participation 

 being mindful of the roles given to women to ensure 

stereotypes are not reinforced (e.g. not automatically 

making an assumption that a woman in the team 

should be taking the meeting minutes) 

 creating opportunities for team members to get to 

know each other beyond their job roles. 

 

This is further supported by: 

 promptly addressing misunderstandings, such as 

providing feedback to employees when the impact of 

their actions inadvertently differ from their intent 

 taking prompt action when disrespectful incidents 

occur, such as inappropriate jokes or language, or 

when people are excluded 

 ensuring consequences are in place for repeated 

inappropriate behaviour. 

 

Initiatives that organisations can undertake to support with 

developing and maintaining a culture that embraces gender 

equality include: 

 undertaking a culture survey, such as the Rutherford 

Gender Cultural Audit Survey or the Denison 

 organisational Culture Survey, to identify strengths 

and areas for improvement 

 raising awareness of the detrimental effects of gender 

stereotypes and areas of unconscious bias, which is 

defined as ‘our implicit people preferences formed by 

our socialisation, experiences and our exposure. 

 

 

 

 

 

 

 

   For further information: 

  Rutherford Gender Cultural Audit Survey 

 Catalyst - Culture Matters: Unpacking Change and 

Achieving Inclusion 

 Catalyst - Anatomy of Change: How Inclusive Cultures 

Evolve 

Questions for reflection: 

• How inclusive is your workplace culture? List 

examples of practices and initiatives that support 

with making the workplace inclusive and equitable. 

• How does your experience compare to your 

colleagues’ and team members’? Gather feedback 

from a range of sources (e.g. in person, focus 

groups, exit interviews, surveys) 

• How could your workplace be more inclusive and 

supportive of women? 

• Are there particular workgroups that 

demonstrate best practice with regards to inclusive 

behaviours and practices? How can these 

behaviours and practices be transferred to other 

parts of the organisation? 

“While many years ago it 

could certainly have been 

labelled a boys’ club, the 

culture has changed, young 

entrants are more aware of 

cultural and personal 

sensitivities than those that 

may have been employed  

20 years ago” 

 

Nola Larkin - 

HR & Risk Support Officer, 

Flinders Ports 

South Australian Freight Council 
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A visible and consistent commitment from all leaders and 

managers is critical to the success of a gender equality 

strategy. Gender equality initiatives must be driven from 

the top down, which requires role-modelling inclusive and 

equitable behaviours and practices. 

It is to be expected that some leaders may have 

reservations regarding the practical implementation of 

gender equality initiatives. This may be based on outdated 

perceptions of women’s capacity to successfully perform 

in particular positions. It is important to recognise these 

concerns, while at the same time encouraging 

commitment from leaders and managers to collectively 

address the challenges and implement positive change. 

Steps to encourage engagement and involvement from 

managers and leaders include: 

 ensuring all leaders understand the business case 

and are able to advocate for why the organisation 

is committed to increasing gender equality  

 holding leaders and managers accountable for role

-modelling inclusive and equitable behaviours as 

well as supporting with the delivery of gender 

equality initiatives. Preferably this should be 

included as a part of performance goals. 

 encouraging  leaders to share their perceptions, 

previous experiences and questions  

 seeking ongoing feedback from leaders regarding 

any areas for concern as well as opportunities for 

improvement, including obtaining input for how 

this can be addressed/ achieved 

 ensuring that leaders and managers promptly 

address inappropriate behaviour and escalate 

issues as required. 

 

 

Employers can support leaders through: 

 providing training in managing and supporting an 

equitable and diverse workforce 

 ensuring leaders are equipped with information on 

how to respond to any questions and concerns 

raised by employees 

 being open to feedback from leaders and promptly 

addressing and responding to issues raised  

 offering coaching to leaders around how to 

address questions and concerns. 

Questions for reflection: 

• On a scale of 1-10, how committed are leaders 

and managers to increasing gender equality in your 

workplace? What is working well and what could 

be improved? 

• What are the key concerns and challenges 

expressed by leaders with regards to increasing 

gender equality? How can this be addressed? 

• What information and/or training has been 

provided to leaders and managers regarding 

diversity and gender equality? 

• Are leadership-specific goals and desired 

behaviours included as a part of performance 

reviews and related discussions? 

• Which leaders could be engaged to champion and 

promote gender equality? 

Visible commitment and                                                                            

support from management and leaders 

Gender and Equality in Transport and Logistics: Best Practice Principles 
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Committing to identifying and developing high potential 

employees, including establishing various options for career 

pathways, is critical to attracting and retaining female 

employees.  

 

Performance planning and review 

The performance planning and review process provides a key 

opportunity for leaders to support female employees through 

identifying personal strengths, discussing career aspirations 

and options for training to enhance future employment 

opportunities. Ideally this should be conducted on an annual 

basis with a mid-term review. 

Once performance objectives have been set, the provision of 

ongoing guidance, encouragement and timely feedback is an 

important way to instil confidence in employees, especially 

when undertaking new roles. This includes encouraging 

accountability to the delivery of set goals and rewarding 

contributions and achievements as they occur.  

At the end of the performance period, an honest and 

supportive performance review provides a significant learning 

opportunity. Feedback should be objective, evidence-based 

and gathered from multiple sources. It should recognise 

achievements, as well as openly discussing goals that have not 

been met and options for how they can be achieved going 

forward. 

If your organisation does not have a formal process in place: 

 contact similar organisations in the industry and ask if 
they are willing to share examples of their performance 
planning and review process and supporting templates 

 investigate performance planning and review templates 
on the internet 

 engage the services of a consultant to support with 
developing a process tailored to your business needs. 

 

 

 

Identifying female talent and promoting diverse career pathways 

Questions for reflection: 

• Does your organisation have a formal performance 

planning process in place? Does this include 

development plans and discussing employee career 

aspirations?  

• How frequently is performance feedback provided 

to staff? (e.g. annually, monthly day-to-day?)  

• Do leaders and managers have the skills to provide 

effective feedback both in the formal performance 

planning process and day-to-day on the job? 

• Are employees encouraged to discuss their career 

goals with their line manager?  
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Job role redesign 
When a job becomes vacant, the inclination is often to 

readvertise the same job description and backfill with a 

similar candidate.  A vacancy can also be an opportunity 

to consider how the job could be made more accessible to 

female candidates.   

In industries dominated by male employees, there are 

often perceptions in place regarding a woman’s capacity 

to perform the required tasks and responsibilities of 

certain roles. Reasons commonly cited include a women’s 

physical strength, the lack of female toilets and amenities 

in the workplace, and the requirement to work in close 

contact with males. In some cases, these perceptions may 

be reinforced by previous experiences during which a 

female may not have been successful in fulfilling the role. 

Job redesign involves the responsibilities and tasks of a 

job role being reviewed and possibly reallocated to other 

team members. While this should be considered on a case 

by case basis, in many instances it is likely that solutions 

can be found for the issues cited and a female could 

perform the majority of the role with the exception of 

some minor tasks.  

 

 

 

 

 

 

 

 

 

 

Succession Planning 
Succession planning is critical for the ongoing viability of 

an organisation and provides an opportunity to develop 

female employees who have the skills, qualities and desire 

to progress into more diverse job roles. 

Succession planning is not a guarantee that a position will 

be awarded to an individual. Rather, it is a plan to develop 

employees so that they have the capacity to step into key 

roles or business areas when  existing workers depart. It 

involves identifying the roles that are crucial for business 

operations, and require specific skills, experience and/or 

seniority that may be in short supply at present, or in the 

future. During the succession planning process it is 

important to consider emerging skill needs that may arise 

in response to industry growth and changes in technology.  

The identified skills and experience are then matched to 

the existing workforce and tailored development plans are 

established to address any knowledge and skill gaps. 

Development plans may include formal and informal 

training, mentoring or coaching. Succession planning can 

support with addressing knowledge and skill gaps in 

female employees over a period of time, so they are 

equipped to apply for job opportunities as they arise and 

be considered on equal grounds with their male 

counterparts. 

 

. 

Questions for reflection: 

• How are female employees considered as a part 

of the succession planning process? 

• Are there any development plans in place for 

women to equip them for roles that have typically 

been performed by males? Does this include 

leadership / managerial positions? If not, how 

could this be improved? 

Questions for reflection: 

• Are there any opportunities to redesign current 

job roles to make them more accessible to women? 

• What are the key challenges / perceptions cited 

with regards to women working in job roles 

typically undertaken by males? 

• If job roles have previously been redesigned, 

what worked well and what could be improved? 
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Promoting employment 

opportunities to women 

A genuine lack of awareness regarding employment 

opportunities in the industry is cited as a key factor influencing 

the number of women applying for roles, including the uptake 

of pre-requisite training.  

The Transport and Logistics Skills Council has developed a 

career information booklet outlining career pathways to 

support with raising awareness of the diverse employment 

opportunities available in the industry. 

Examples of steps businesses can undertake to further 

promote the industry to women are: 

 use inclusive language and pictures in job 
advertisements, including stating that females are 
encouraged to apply  

 include in job advertisements and your website a 
summary of the benefits that are offered to employees, 
such as structured induction program, flexible work 
options, training, mentoring etc. 

 profile examples of women who may currently be 
employed (especially in job roles not traditionally 
performed by women) on your website, in newsletters 
etc. 

 include information at career expos on employment 
opportunities for women, including having current 
female employees represented at the stands to answer 
any questions   

 encourage employment service providers and/or 
recruitment agencies to put forward  women for 
advertised roles  

 include female representatives on interview panels 

 liaise with local schools to promote work experience 
opportunities for female students 

 partner with TAFE and Universities to promote work 
placements for female students  undertaking relevant 
studies.    

 offer apprenticeships to female candidates and/or pre-
employment programs in non-traditional roles. 

 

It is also important to review your organisation’s recruitment 

process, as well as measures used to assess performance and 

promotion, to ensure they are not unconsciously biased 

against women. 

“Women are great operators 

and their attention to detail 

is very much valued. In fact, 

there are more female 

operators in Mainfreight’s 

Asia-Pacific offices than 

male. It was also not 

common for women to be 

Customer Brokers, but now it 

is becoming more of an even 

split” 

 

Jessica Rankin - 

Operations Manager, 

Mainfreight 

Questions for reflection: 

• How do you promote employment opportunities 
to women (current employees and potential new 
employees)?   How could this be improved? 

• Are there any opportunities to utilise current 

female employees working in non-traditional roles 

to support with promoting job opportunities?  

South Australian Freight Council 
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Formal and informal learning opportunities 

Supporting women to participate in training and skills 
development is a key way to increase the variety of roles 
accessible to women in the transport and logistics 
industry, especially in jobs typically dominated by males. 
This includes increasing the availability of management 
training to support women with the progression to more 
senior roles. 

Opportunities should ideally include formal learning, such 
as structured training courses and workshops, as well as 
informal learning through existing employees sharing 
knowledge and experience (e.g. through mentoring, job 
shadowing or workplace demonstrations).  

Targeted women’s development programs can also 
greatly assist with increasing confidence and encouraging 
reflection regarding preferences for career pathways. 
Many women report that they are more at ease acquiring 
and practising new skills in women-only environments. 
Women-only environments also allow participants to 
explore some of the social and organisational factors in 
career progression that are often related to gender. In so 
doing, they increase their ability to navigate their own 
careers successfully, to identify and overcome personal 
and professional challenges, and to take responsibility for 
their own growth and development. 

Within South Australia there are active chapters of 
Women’s International Shipping and Trading Association, 
Australia and Transport Women Australia. These 
associations link female workers in the industry and strive 
to foster networking and educational opportunities for 
women in the Industry.  

Other informal learning opportunities exist in new and 
exciting ways. For example “Women in Procurement, 
Supply Chain and Logistics”, a LinkedIn group, provides a 
forum for its members to share their ideas, metrics, 
positions advancement, successes, failures, job advice and 
suggestions, coaching and mentoring related to the 
industry.  

Training should be discussed as a part of an employee’s 
annual performance review and/or as opportunities arise. 
It is also important to offer flexibility in the time and 
location of training (e.g. offering during work hours) to 
make it accessible to employees who have family 

responsibilities). In all cases, leaders should ensure that 
training opportunities are equally promoted to male and 
female employees, including employees who may be 
working part time.  

 

Mentoring programs 

A mentoring program can be beneficial for women new to 
the organisation, new to a job role or in cases where the 
employee may be wishing to explore opportunities in 
other sections of the business. 

The role of the mentor is to assist the mentee with 
developing specific skills and knowledge to support with 
personal and professional growth. This involves the 
mentor asking questions and challenging assumptions 
while providing guidance and encouragement. 

Mentoring offers a safe environment where the mentee 
can openly discuss questions, opportunities and concerns 
in a confidential environment. Benefits can also include 
the mentor sharing resources and networks, such as 
through inviting the mentee along to meetings. In most 
cases the mentor may be a current employee (although 
not the employee’s line manager), however it is also 
possible to have mentors and mentor programs external 
to the organisation. 

Peer mentoring groups also provide the opportunity for 
small groups to pose questions and share experiences in a 
facilitated forum that encourages enquiry and self-
directed learning.   

Training programs and consultants are available to assist 
organisations with establishing a formal mentoring 
program which can support with establishing clarity 
around the role of a mentor and mentee and strategies 
for how to maximise the benefits of a mentoring 
relationship.   

There are Australian-wide opportunities for women to 
access professional mentoring programs focused on 
transport and logistics. Women Moving Forward 
Mentoring Program has had over 450 women 
representing over 130 companies throughout Australia 
take part, making the mentoring program one of the 
largest and most effective mentoring programs for 
women.   

Investing in Training and Personal Development 

Opportunities for Women 

Gender and Equality in Transport and Logistics: Best Practice Principles 
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Coaching 

Coaching supports employees with increasing 
confidence and improving performance through setting 
goals and actions to achieve positive change.   
 
Professional coaches use a range of questioning 
techniques and models to support employees to explore 
a variety of options to identify solutions and actions to 
achieve defined goals. Coaches encourage a 
commitment to action and hold clients accountable for 
achieving outcomes. Coaching can be particularly 
effective when undertaken in conjunction with the 
employee development and career planning process. 
 
The coaching process is underpinned by the philosophy 
that the coach’s role is to support the client to discover 
his/her own solutions to his/her challenges and 
problems, rather than to provide direct advice. This is 
the essential difference between coaching and 
mentoring,. 
 
There are coaches who specialise in working with 
women, including in leadership and executive roles. 

 

Access to Networking Opportunities 

In a business context, networking involves interacting 

with others to exchange information and expand 

professional contacts.  

Within an organisation, networking can support female 

employees with raising awareness of their skills, 

experience and career aspirations, increasing an 

understanding of different sections of the business, 

identifying new job opportunities, as well as assisting 

with strengthening relationships with colleagues and 

leaders in other areas of the business.   

Networking externally offers opportunities to exchange 

industry best practice, learn new skills and establish a 

group of contacts that can be accessed for support in 

addressing challenges or harnessing new opportunities 

as they arise. 

Increasingly women-focused networking groups are 

being established, especially in male-dominated 

industries. Such groups provide an opportunity for 

female employees to share experiences of working in 

the industry, and discuss opportunities for personal and 

professional development.  Examples in the Transport 

and Logistics Industry include Women in Aviation/

Aerospace Australia, Transport Women Australia and 

Women in Supply Chain. Examples of steps that can be 

taken to increase networking opportunities for women 

include: 

 ensuring female employees are invited and 
encouraged to attend work related activities, 
such as conferences, industry meetings etc.  

 providing a buddy system for new employees to 
assist women with building networks and 
relationships across the organisation 

 providing opportunities for women to attend 
meetings in different sections/departments to 
support with increasing their understanding of 
the business and raising their profile 

 giving consideration to the type, timing and 
location of work social functions to ensure that 
part time employees and/or employees with 
family responsibilities are able to attend 

 supporting female employees to attend women 
only networking functions. 

“It can be of great benefit to 

have a mentor and supporter. 

My first manager at World 

Courier is someone I consider a 

mentor and to this day we still 

stay in contact, grab the 

occasional coffee and bounce 

ideas off each other ” 

 

Rebecca Pearce -  

National Business Development 

Manager, World Courier 

Questions for reflection: 

• What professional and personal development opportunities 

are currently offered to female employees? 

• Does this included women-specific development programs? 

What has worked well and what could be improved / 

expanded? 

• What consultation has been undertaken with female 

employees regarding their needs and preferences for 

development opportunities? 

• How frequently are development plans and training 

opportunities discussed with female employees? 

• Does this include discussing options for future career 

progression? 
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Supporting employees to achieve a work life balance 
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The South Australian Government has identified a healthy 
work-life balance as one of its 100 State Strategic Targets 
in the State Strategic Plan and this is cited as being key to 
the improvement of South Australians’ quality of life. 
Acknowledging the importance of an employee’s 
parental, family and personal commitments is also a 
fundamental way to attract and retain female employees.  

Work-life balance is a subjective measure with needs and 
preferences likely to vary for each employee. It is helpful 
to consider a range of options that can be tailored to suit 
the individual’s circumstances and the requirements of 
their job role. 

 

Flexible working arrangements 

Flexible working arrangements help employees to fulfil 

parenting, family and personal commitments, along with 

reducing the stress that often arises from conflicting 

demands between work and other responsibilities.  

The Workplace Gender Equity Agency cites work and 

career flexibility as a key driver and enabler of equality, 

diversity and inclusion. Benefits provided by flexible 

working arrangements extend to all employees, such as 

supporting fathers with the dropping off and/or picking 

up children from child care and school, grandparents who 

are looking after grandchildren, employees with sick 

relatives who require ongoing care, as well as employees 

who are approaching retirement and are keen to be 

working fewer hours. 

Flexible working arrangements are negotiated between 

an employer and employee and may include offering an 

employee: 

 flexibility with start and finishing times (within a 
core working period) 

 access to annual leave and accrued rostered days 
off as part-days 

 taking time off in lieu of overtime payments 

 working more hours over fewer days 

 working additional hours to make up for time 
taken off 

 providing part-time work  

 adjusting shift work rosters  

 creating job share arrangements 

 the option to work from home (where the role 
permits) through providing remote access to 
emails and computer networks 

 provision for employees to purchase longer 
periods of paid leave. 

Offering flexible working arrangements is a significant 

employee benefit that assists with the ongoing 

engagement, attraction and retention of employees. 

Further advantages for businesses include: 

 reduction in employee turnover, resulting in 
reduced recruitment and training costs 

 reduced absenteeism 

 improved productivity  

 an increase in the number of people returning to 
work after parental leave. 

 

It is important to develop guidelines and train leaders on 

how to support and manage employees working flexibly. 

This includes ensuring that employees accessing flexible 

working arrangements continue to have access to the 

same benefits, training and promotional opportunities as 

full-time employees. 

As an example some interstate transport operators are 

now offering greater flexibility to their workers through 

offering them the shorter change over runs, which allows 

them to better accommodate their family commitments. 

This change has proved a popular initiative with some 

women enabling them to more easily participate in the 

industry.  

 

Employer obligations 

The Fair Work Act 2009 contains minimum entitlements 

which an employer must provide to assist employees with 

achieving a better work and family balance. Access to 

entitlements will vary depending on the employee’s 

circumstances but generally this includes employees who:  

 are the parent, or have responsibility for the care, 
of a child who is of school age or younger 

 are a carer (within the meaning of the Carer 
Recognition Act 2010)  

 have a disability 

 are 55 or older  

 are experiencing violence from a member of their 
family or 

 provide care or support to a member of their 
immediate family or household, who requires care 
or support because they are experiencing violence 
from their family. 
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Pregnant employees 

Employers should consider making all reasonable 

adjustments to the workplace to accommodate the 

normal effects of pregnancy, which may vary based on the 

individuals’ circumstances. 

 

Examples of how employers can support pregnant women 

include: 

 consulting OH&S representatives to ensure the 
workplace is safe for, and accommodates the 
needs of, pregnant women. This may result in 
minor changes to job duties (e.g. removing 
requirements for heavy lifting, provision of seating) 

 allowing time off to attend antenatal appointments 

 recognising the need to increase the number of 
toilet breaks  

 understanding there may be an increase in the 
amount of sick days taken  

 providing larger uniforms or not requiring pregnant 
women to wear uniforms 

 ensuring that pregnant women continue to have 
access to training and development opportunities 
and are still considered for new job roles, 
promotions and as part of succession planning 

 facilitate a network where women can talk about 
their pregnancies and employment. 

 

 

 

 

 

 

 

 

 

Parental leave 

Parental leave allows employees to take time away from 

work for the birth or adoption of a child. Examples of best 

practice principles for supporting employees on parental 

leave include:  

 offering paid parental leave in addition to the 
government-funded parental leave scheme  

 providing the option for paid leave to be taken at 
half pay  

 ‘topping up’ an employee’s pay during the period 
of Government-funded Parental Leave Pay to their 
full rate of pay 

 continuing to pay superannuation contributions 
while an employee is on unpaid leave. 

Supporting pregnant women and mothers in the workforce 

For most women, maintaining a job during pregnancy and after the birth of their children is a financial necessity. Many women 
are also committed to continuing the careers that they have worked hard to establish. The needs of pregnant women and 
mothers can change. It is important that employers are supportive of these needs, recognise employee entitlements and make 
allowances as required.  

   For further information: 

 The Australian Human Rights Commission Pregnancy Guidelines 

 Equal Opportunity Commission of South Australia’s Pregnancy Discrimination Factsheet 

 Fair Work Ombudsman’s Best Practice Guide Parental Leave 

South Australian Freight Council 
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Keeping in touch with Employees on Parental 

Leave 

There is no requirement for employees to maintain 

contact with the workplace while on parental leave 

however some employees may like the opportunity to be 

kept informed and included in some capacity. Examples of 

initiatives include: 

 arranging for employees to have remote access to 
their work email account or forwarding staff 
newsletters, updates and important emails to the 
employee’s private email account 

 extending invitations for social events, planning 
days, training or team building days  

 forwarding important information about changes 
to the workplace, including information on new job 
opportunities. 

A meeting should be arranged with the employee when 

they are approaching the end of their leave to discuss 

their return-to-work expectations such as hours of work, 

options for flexible working arrangements etc.  

Return to Work 

The National Employment Standards provides employees 

with a return-to-work guarantee, allowing female 

employees to return to the same position they held 

before they commenced their period of parental leave. 

Important considerations include: 

 ensuring women are aware of their options for 
working flexibility (e.g. including part time) 

 ensuring women continue to be given access to 
training and development opportunities, 
considered and recommended for new job roles, 
promotions and as part of succession planning 

 providing a clean private room (other than a toilet) 
where nursing employees can express breast milk. 
This includes provide a comfortable chair, access to 
a small fridge and facilities for washing hands and 
storing expressing equipment 

 providing training to leaders on how to support 
and address the needs of women returning to work 
following parental leave. 

 

“It can be difficult to juggle your 

home life with the time 

constraints around study, 

professional development and 

commitment to external 

working groups or committees, 

the things that get you noticed. 

But the industry knows this and 

is beginning to be more 

proactive in bringing women to 

the front of the forum and 

providing opportunities for the 

best employees regardless of 

gender to rise to the top” 

 

  Stephanie Bolt -  

  Environmental Manager, 

  Adelaide Airport Limited 

   For further information: 

 Workplace Gender Equality Agency                                  

Arrangements for dealing with pregnancy, 

potential pregnancy, parental leave and 

breastfeeding 

 The Australian Human Rights Commission 

Supporting Working Parents: Pregnancy and 

Return to Work National Review – Report • 2014 

Questions for reflection: 

• How does your workplace accommodate for the needs 

of pregnant employees? 

• What feedback has been collated from pregnant 

employees and employees returning from parental 

leave regarding their experience in the workplace 

(positive and negative)? What improvements could be 

made? 

• How do leaders support women returning from 

parental leave? 
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Gender Pay Equity 

A workplace where men and women receive equal pay is an 
important and tangible way for an organisation to 
demonstrate a commitment to gender equality.  

In 2009 there was a 5.3% gender pay gap benefiting men. 
But by 2014 instead of closing, the pay gap had actually 
increased to 16.1%. This represents the second highest pay 
gap recorded for the transport and logistics industry since 
May 1996. While the transport and logistics pay gap is still 
lower than the all industry pay gap of 18.3% it is increasing 
at a much higher rate. If the transport and logistics pay gap 
continues to grow at the same rate as it has over the past 5 
years it quickly will overtake the all industry pay gap for the 
first time since November 1995. 

Factors contributing to this include: 

 women's lack of access to work-based training  

 reduced promotion opportunities 

 inflexible organisational structures that restrict the 
employment prospects of workers with family 
responsibilities. 

 

Employers should seek to ensure: 

 men and women are paid the same amount for 
performing the same work  

 men and women are paid the same amount when 
performing different work of equal value  

 part-time workers are paid at the same levels as their 
full-time employees 

 women have equal access to discretionary payments 
such as over-award payments, bonuses and 
performance pay, superannuation and benefits such as 
the use of a company car and health insurance 

 opportunities are provided equally to male and female 
employees to access overtime and shift arrangements 

 

The benefits for employers in implementing gender pay 

equality include:  

 demonstrating fairness and respect in the workplace 

 fulfilling legal obligations and preventing negative 
public relations issues arising from legal proceedings  

 fulfilling obligations for government contracting 
opportunities. 

 

A Payroll Analysis Tool is available from the Women’s Gender 
Equality Agency website to support employers with 
undertaking an audit to identify any areas where there may be 
gender inequities in pay rates. 

   For further information: 

 The Guidelines for Gender Balance Reporting and 

Performance Australia 

 The Workplace Gender Equality Agency Payroll 

Analysis Tool 

 Fair Work Ombudsman -Best Practice Guide for 

Gender Pay Equity 

Questions for reflection: 

• When was the last time a comparative review was 

undertaken on the pay rates awarded to male and 

female employees? Did this identify any gaps? If so, how 

was this addressed? 

• Do women having equal access to discretionary 

payments (e.g. bonuses and performance pay) and 

benefits? 

• Are opportunities for accessing overtime and shift 

work provided equally to male and female employees? 

• To what extent are employees able to negotiate their 

pay/bonuses? What impact does this have on the rates 

of pay of men and women? 

South Australian Freight Council 

Difference in Male and Female pay in Transport and 

Logistics (ABS, Cat. No. 63020.0) 
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Maintaining a workplace free of discrimination, 

harassment, victimisation and bullying 

Employers have a responsibility to prevent and 
promptly address discrimination, harassment 
(including sexual harassment), victimisation and 
bullying in the workplace. 

It is important to note that a lack of formal complaints 
does not necessarily indicate that a problem doesn’t 
exist; it could be that people do not feel confident to 
complain, are afraid or embarrassed. 

The Equal Opportunity Commission of South Australia 
has developed an Equal Opportunity at Work 
Information Handbook for Employers that provides 
practical information for embedding Equal 
Opportunity in the workplace including action 
checklists and templates. A number of training 
courses are also available.  

Safe Work SA also has also developed a Guide for 
preventing and responding to workplace bullying. 

For further information regarding employer 
responsibilities contact the Equal Opportunity 
Commission of South Australia and Safe Work SA. 

   For further information 

 Equal Opportunity Commission South 
Australia Handbook for Employers in South 
Australia 

 Australian Human Rights Commission - 
Ending workplace sexual harassment: A 
Resource for small, medium and large 
employers  2014 

 Equal Opportunity Commission South 
Australia - Training 

 Safe Work SA - Preventing and responding to 

workplace bullying  

Questions for reflection: 

• What is your organisation’s process for addressing 

discrimination, harassment, victimisation and 

bullying complaints? 

• How are employees made aware and reminded of 

their rights and responsibilities?  

• Are leaders aware of their role and responsibilities 

in the event they receive a complaint or a notified 

of a workplace incident? Has this included offering 

any training? 

• Does your organisation have dedicated Equal 

Opportunity Officers? 

• Do employees have access to an Employee 

Assistance Program to support with counselling?  

Gender and Equality in Transport and Logistics: Best Practice Principles 
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Gender equity and diversity principles and initiatives need 
to be underpinned by policy and procedures that ensure a 
consistent approach and point of reference for managers, 
leaders and employees, and outline their respective roles 
and responsibilities.  

As gender equality is subject to increased scrutiny and 
strengthened legislation, policies should reinforce 
applicable State and Federal laws and be regularly 
reviewed to ensure currency. The policies should extend 
to all employment practices, including recruitment, 
selection, promotion, remuneration, training and 
development, and employee separation.   
 
Key benefits provided by having policies and procedures 
in place include: 
 

 They outline standards of behaviour and 
performance for all employees including clarifying 
leader, manager and employee roles and 
responsibilities 

 Providing a reference point for decision-making 
and addressing workplace complaints 

 

The existence of policies and procedures alone does not 
automatically protect employers or employees, and 
should be supported by evidence that employees have 
been informed of the policies, and that leader and 
employee roles and responsibilities are reinforced on an 
ongoing basis.  

There are a number of examples of diversity and gender 
equality policies and procedures available on the internet, 
including government departments, which can be a useful 
reference point to check best practice. It is important to 
verify that you are accessing examples from Australian 
organisations and that they have been recently reviewed.    

Questions for reflection: 

• What policies and procedures does your organisation 
have in place to address gender equality and diversity? 

• When was the last time the policies and procedures 
were reviewed to ensure currency with relevant 
legislation and best practice? 

• How are leaders and employees informed and 

reminded of the policies and procedures, including any 

updates to the documents?  

   For further information 

 Workplace Gender Equality Agency -                  

Developing a workplace gender equality policy  

Gender Equality and Diversity Policies and Procedures 

South Australian Freight Council 
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A communications plan outlining your organisation’s 
commitment to gender equality and the supporting strategy 
helps raise awareness and ensures a consistent message is 
disseminated to the workforce. It also highlights to whom 
employees should direct any questions and/or concerns. 

Ideally, gender equality messages should be integrated into 
regular business communications, reinforcing why gender 
equality is important and how it is linked to the organisation’s 
vision, strategy and performance.  

A communications plan should ideally establish: 

 the different stakeholder groups and their 
communication requirements (e.g. leaders, women, 
managers, employees, directors) 

 what information will be communicated, including the 
level of detail (which may vary for each stakeholder 
group)  

 the format of the communications, such as formal 
mechanisms (e.g. newsletters, emails, posters) and 
informal avenues (e.g. updates in team meetings, 
leaders providing feedback as a part of catch-ups with 
employees) 

 the frequency of the communication 

 how any sensitive or confidential information is 
communicated  

 who is responsible for communicating information, 
including responding to any questions 

 

 
 

Consistent and reinforced gender equality messages 

Questions for reflection: 

• How is gender equality currently discussed in the 
workplace? 

• What information has been communicated to leaders 
and employees regarding gender equality strategies 
and/or workplace initiatives? How frequently does this 
take place? 

• Are leaders equipped with the information and 
knowledge to advocate the business case and benefits 
for gender equality? 

• Is it clear who leaders and employees should contact 
regarding any questions and/or concerns?  

Gender and Equality in Transport and Logistics: Best Practice Principles 
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Developing and maintaining a                         

gender equality strategy 

Define your business case for gender equality and diversity  
This should be tailored to your organisation’s circumstances and specific opportunities for 
improvement.  

 

Obtain examples of existing strategies to use as a reference point  
There are a number of examples of diversity and gender equality strategies available on the 
internet, including from government departments, which can be a useful reference point for 
continuous improvement and identifying best practice initiatives.  

 

Establish goals and objectives for your strategy 
The goals and objectives should be informed by the best practice principles outlined in this 
document, examples of similar relevant strategies you have sourced, and, importantly, tailored to 
your organisation’s circumstances and opportunities for improvement.  

 

Identify indicators to measure progress  
This will require capturing evidence (quantitative and qualitative) to demonstrate progress against 
set goals and objectives and may include using surveys, focus groups and obtaining feedback from 
employees through periodic meetings. The Workplace Gender Equality Agency has established a 
range of gender equality benchmarks for organisations that includes an annual industry benchmark 
report. This is a useful reference point to track progress in the context of the broader industry.  
 

Consult and obtain input from leaders and employees  
Obtain input and feedback from all employee groups regarding your proposed strategy and 
supporting goals, This may include undertaking a workplace survey to establish what is working 
well and what could be improved in relation to the existing workplace culture, gender equality 
initiatives, policies and guidelines etc. 

 

Successfully addressing gender equality within an organisation requires a strategic approach that aligns 
to your organisation’s overall vision, goals and plans, combined with a long term commitment.  
 
Many organisations already have initiatives in place to increase gender equality and diversity. Any 
organisation with over 100 employees is required to submit an annual report to the Workplace Gender 
Equality Agency outlining current and planned initiatives. This is a great platform from which to further 
strengthen and embed the best practice principles outlined in this document. 
 
Organisations with under 100 employees can equally benefit from the outcomes of implementing 
gender equality strategies and workplace initiatives. All organisations have access to the Workplace 
Gender Equality Agency tools and resources to support with developing and sustaining a gender 
equality strategy and related initiatives.   
 
Steps to take in developing and reviewing your gender equality workplace strategy include:  

Gender and Equality in Transport and Logistics: Best Practice Principles 
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Developing and maintaining a                         

gender equality strategy 

South Australian Freight Council 

   For further information 

 Workplace Gender Equality Agency -                                                                                                                                                    

Gender Equality Strategy Toolkit, A framework for achieving gender equality in your organisation 

Establish a diversity / gender equality working group  
A working group will help maintain momentum in identifying initiatives, ensuring progress against identified goals 
and addressing challenges as they arise. Ideally it should have cross- organisational representation to both capture 
input from different sections of the business and to support initiatives within each business section.   

 

Communicate the strategy and supporting plans across the organisation 
This can form part of the broader communications plan for raising and reinforcing awareness of the organisation’s 
commitment to gender equality and supporting workplace initiatives. 

 

Set a timeframe for periodic reviews  
Undertaking regular reviews (e,: once a year) will ensure that the strategy continues to align with any changes in 
legislation regarding employer requirements and leaders’ roles and responsibilities. A review also provides the 
opportunity to benefit from progress made by other organisations. 
 

 
There are a number of resources and options available to support organisations with developing a dedicated strategy and 
supporting plans: 

 Workplace Gender Equality Agency 

 Diversity Council of Australia 

 Engage a consultant who specialises in developing diversity strategies – this can be especially helpful with 
identifying with tailoring plans to suit your organisation’s specific needs 
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The following career profiles have been developed from 
interviews with successful South Australian women working in a 
diverse range of roles within Transport and Logistics. The career 
profiles outline what attracted our interviewees to the industry, 
the development of their skills that enabled them to forge a 
successful career within transport and logistics and includes their 
tips for experienced workers, recent entrants and those looking 
to enter the industry for the very first time. 

By illustrating the everyday things successful women in SA’s 
transport and logistics industry love about their jobs it is hoped 
their stories will inspire those who have an interest in transport 
and logistics to pursue their own successful career paths. 

Furthermore, the career profiles with an emphasis on training, 
mentoring and skills progression highlight some of the varying 
pathways one can take in forging a successful career - from 
industry entrant to management and beyond.   

Career Profiles 
As well as addressing ‘people’ related issues, including challenges 

around gender imbalance and the decline of women employed in 

the industry SAFC is of the opinion that efforts should be made to 

promote success stories within the transport and logistics industry 

for women. 

South Australian Freight Council 
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I came into Transport and Logistics because of my interest in 

International Business.  I was always fascinated at the bigger 

picture on how different countries interact with each other. 

From this, I basically fell into the supply chain part of                         

International Business. I started with Mainfreight International 

as an Export Operator shortly after finishing school, basically 

organising the consolidating of containers for export. I                     

immediately developed a love for the industry. I then put         

myself through the Customs Brokers Course at night after 

work, twice a week for two and a half years. Once completed, I 

had to sit a National exam, of which I passed first time around. 

Probably the favourite part of my job day to day is dealing with 

international companies (and their people) both overseas and 

in Australia. I know it is a cliché, but in this industry, you really 

do learn something new every day. Many people don’t take 

notice of the supply chain but it is a massive part of the                  

Australian economy and everything that happens within and 

between all countries. I am constantly dealing with things you 

may never have had to deal with before, dealing with many 

different countries, ranging from the USA, China to Iran and 

South Africa. Each country has different requirements for               

imports and exports, in regards to customs and quarantine. It 

can be exhausting to keep up with, but more so exciting and 

fascinating. Something is always changing, if not here in                 

Australia then somewhere overseas.   

 

“ There can be road blocks      

put up and if you sit back 

then that’s where                       

you will stay ” 

 

While many do consider Transport and Logistics as a male 

dominated industry I may have been lucky in that I never found 

it too daunting. Like anything, if you let it get to you, you will 

never be successful. There can be road blocks put up and if  

 

you sit back then that’s where you will stay.                

Certainly in years gone by the older generation may have had a 

bit of a boys club going on, but in my time in the industry 

people are a lot more open if not encouraging to the 

contribution and success of women in the industry especially in 

the International sector. Women are great operators and their 

attention to detail is very much valued. In fact there are 

probably more female operators in Mainfreight’s Asia-Pacific 

offices than Male. It once was also not common for women to 

be Customs Brokers, but now it is becoming more of an even 

split. 

The highlights of my career certainly have been achieving my 

Customs Brokers license and the avenues it opened up for me 

to progress in my career which continue to this day. I then           

applied for and was successful in becoming Operations                

Manager for Mainfreight SA. I wanted this role to further              

develop my skills in international trade and to also have a 

more holistic view on all the specifics required. More recently, 

it was a great honour in 2013 to be elected the President of the 

Customs Brokers and Forwarders Council of Australia for South 

Australia. Through the presidency I have been able to meet 

some fantastic people from around the world as well as                     

learning about being on a board, dealing with governments 

and the industry itself.  

 

 

Career  Prof i les  

Jessica Rankin 

Operations Manager / Mainfreight 



 

When I finished Year 12 in 1995 I was really unsure of what 

career I wanted to pursue. I didn’t necessarily want to work on 

the wharf but my father worked there and when an               

opportunity came up I put my name down. I was called for an 

interview and before I knew it I had started my traineeship at 

the age of 17.  

The traineeship lasted two years and was great in that it 

trained us in pretty much all areas of operation from                   

containers coming in to the more clerical operation of the 

wharf. I was a P Plater when I first started so my first bit of 

training of all things was to drive a manual car before starting 

on a small forklift. From the small forklift I progressed to heavy 

forklift to straddle carrier.  

What I liked about working in the port was the mixture of   

activities, as well as lashing containers on ships, which is great 

at keeping you fit by the way. I probably drove a Straddle 

Carrier every day for 5 years. I then moved into areas around 

the import and export of cars into Port Adelaide, before taking 

a more clerical role in later years and later becoming a Yard 

and Vessel Equipment Controller. 

I certainly think I’ve had many career highlights throughout the 

years. Probably finishing my traineeship, achieving all my 

licenses and qualifications, working on the wharf for 17 years 

is itself an achievement. I was especially proud of becoming a 

Grade 6 Yard Equipment Controller, which is probably the top 

of the clerical rung.  

When I started my traineeship I was the only female out of 8 

trainees, they had just finished installing female toilets in the 

lunch rooms before I started. Due to the historical perceptions 

of I suppose all manual labour, the port did not have a high 

percentage of female employees. Sometimes you do feel you 

have to prove yourself twice over but at the same time you got 

to have a tough skin, and this will get you far. While many 

years ago it could certainly have been labelled a boys club, the 

culture has changed, young entrants are more aware of                 

cultural and personal sensitivities than those that may have 

been employed 20 years ago. Back then the culture was you 

did not dob on your colleagues but it was important for people 

to know there is a line that should not be crossed as I’m sure 

existed in all lines of work. 

Working at the port I used to get many surprised looks when I 

told people I was a Straddle Carrier operator. I’d go into the 

shops in my steel cap boots and people would ask what it was I 

did. I would say I work on the wharf and they would        

respond with but you’re not big enough or have tattoos! I            

definitely found it funny how people would react. 

If I was to offer advice to someone who wanted to follow in my 

footsteps I’d say just go for it, work your hardest and just relax 

at the end of the day. There may be some people who don’t 

believe women should work on the wharf, though the vast     

majority would disagree with this assumption, don’t get 

caught up in the politics. At the end of the day there are a lot 

of people who are willing to support you. As a woman you may 

have to prove yourself more than anyone so make sure you are 

willing to give everything a go and don’t back down from any 

challenge.  

Due to the operating shifts of the wharf, the wharf may not be 

the most family friendly option for young families. I did take 

some time off to raise my children. When a position opened up 

in  the head office I was only too happy to apply considering 

my well rounded knowledge of the business and am certainly          

excited about the opportunities that will come from this line of 

work. Though after 17 years on the wharf I must say I do miss 

the daily excitement from there.  

Nola Larkin 

HR & Risk Support Officer / Flinders Ports 
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I started my Transport and Logistics career in a purely clerical 

role. It was in my current company I met my future husband, a 

small freight operator with only a few trucks at the time. As I 

got involved more in the operation of the business I                          

remembering him saying to me “we can keep going like this or 

we can make a real go of this and try and build the business.” 

At this stage my role crossed between clerical, sales and                  

logistics but expanded quickly as the business grew. We had 

only 4 or 5 employees at this time, whereas now we have 50. I 

found it fortunate that instead of being thrown in at the deep 

end expecting to know everything about trucking, my                      

responsibilities grew as the business grew. This gave me the 

time to understand the challenges as they got bigger and           

understand the systems as they needed to become more             

complex.  

From the beginning we were a real lean mean operation, so 

operating a forklift was something I was always quite used to. 

But after 20 years in the industry, and being involved in the 

training of our drivers, I wanted to get out on the road myself. I 

did my MR licence but only shortly thereafter I already felt the 

urge to go bigger, and I ended up doing my MC licence. 

Interstate trips on our Adelaide-  Darwin run is something I 

have enjoyed since getting my MC licence. 

After having done the long run myself now I appreciate my 

drivers even more. I’ve had the flat tyres in the middle of 

nowhere on 40 degree days. I can now relate to them on a 

different level which is helpful when leading morning Toolbox 

Talk meetings. 

People who are looking to get involved in the industry should 

not be discouraged from starting at the bottom in order to 

progress upwards. There are many segues in the industry to 

higher positions. Starting from the base I believe makes you 

want to achieve more, and you realise what you need to do to 

move on to that next career step.  

Even for Truck drivers these steps illustrate to them how                 

important other sides of the business are to a company’s     

operation. They know how important the paperwork is to the 

customer, the importance of signing off on all your trip sheets 

and compliance papers. They know this because they have 

worked in the office and see the need for these processes.  

As a teenager I went to Stott’s Business College and there I 

learned short hand, office and other organisational skills which 

I found to give me a great base to further develop the skills I 

use today. If you had told me as a teenager I would be running 

a fairly sizeable interstate trucking company, you are going to 

be President of a Board, and the National Trucking Industry’s 

Women of the Year in 2013 I would have said you are off your 

head. 

 

 

 

 

 

 

In terms of women getting out there and getting physical and 

dirty in the industry – it might not suit every woman, nor every 

man but there are so many tentacles to the industry that 

branch out and offer a wide range of opportunities within 

transport and logistics. 

Equal gender representation is certainly getting better in the 

industry than what it used to be. It still has some way to go but 

women are getting opportunities they may not have got 20 

odd years ago. Because women may be under the microscope 

more so than their male counterparts when entering into the 

industry, I do think that perhaps women may have to work 

slightly harder to get as noticed.  

As a result I believe they can be more concerned with doing a 

job correctly. Certainly other employers I know comment that 

women take better care of the equipment, which has huge 

financial benefits to companies, because women want the  

opportunity and they want to be able to excel in the industry.   

Sharon Middleton 

Director / Whiteline Transport 

President / South Australian Road Transport Association 

“ I do think that perhaps women 

may have to work slightly          

harder to get as noticed ” 



 

I wasn’t familiar with the Transport and Logistics industry             

coming out of school. I got my opportunity like so many others. 

I was looking for work, to get some hands on  operational  

experience, and an opportunity opened up with a local freight 

forwarder. 

As a new entrant into the industry I didn’t know much about 

the industry but it didn’t faze me. From the very first day I 

loved it. It’s fast paced and interesting.  You get to deal with 

people of all different countries and cultures with diverse  

backgrounds and various industries.  It always presents new 

challenges and I love that. 

After beginning my career with a local freight forwarding  

company, I moved to Ansett Australia in their international 

ground cargo handling division.  It was a great company to 

work for and a fabulous base where I continued to learn and 

develop my career.  Unfortunately they went into receivership, 

which presented an opportunity to gain a slightly different  

perspective of the industry working with Malaysia Airlines and 

then CSX Terminals.  These two very different ranges of the 

freight spectrum gave me good exposure and a greater  

understanding of the role and interactions of the various 

Transport and Logistics modes. To this day I believe this  

experience continues to help me. 

In progressing in my career I think a whole range of different 

things have helped.  My initial exposure across different modes 

of transport was instrumental in giving me a foundation to             

further develop my skills.  It is important to start with the  

basics and work your way up.  You learn so much along the 

way, sometimes we take it for granted how much we have 

picked up and learnt.  Developing a good understanding of 

how the industry works from aviation to shipping can’t be 

overstated enough and is crucial to your long term  

development, in my opinion. 

I always considered Freight Forwarding my forte and jumped 

back into the sector with DHL in import customer service  

before moving onto UPS where I am today.  At UPS I have 

worked in all areas of Operations, Customer Service and  

Business Development, before becoming the Branch Manager 

for South Australia. UPS has been fantastic in developing and 

nurturing their staff and they have provided me opportunities 

that I may not have received elsewhere and I will always be 

grateful for that. 

 

 

 

 

 

 

 

One of the benefits of working for a global freight forwarder 

are the opportunities that are available to their staff, not just 

at a local level, but also nationally and internationally. Having 

a global base provides opportunity for further development 

across multiple areas of the business, regardless of gender.  

There is probably a stigma attached to the Transport &                 

Logistics industry that may turn some women away. In this 

industry females may have to work harder and longer to get 

noticed, but I believe the rewards are there for anyone who 

puts in the effort.  Fortunately, UPS are dedicated to  

developing their staff equally. I have always been keen to learn 

as much as I could, and have worked very hard which has 

enabled me to pursue my career in this industry. I would  

certainly recommend this industry to other aspiring young 

women, it has a lot to offer if you are not afraid of hard work 

and look forward to a challenge. 

“I would certainly  

recommend this industry 

to other aspiring young 

women” 

Angela Mazzone 

Branch Manager South Australia /   

UPS Supply Chain Solutions 
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Lucy Nixon 

Import Sea Operations / Mainfreight 

It was the opportunities that initially attracted me to the 

industry. Not many people are aware of the multiple roles in 

freight forwarding, and how they range from state to state, 

nationally or internationally. So it is something I knew would 

have plenty of opportunities in terms of choice of job and 

career progression. I had previously worked in hospitality and 

fitness before moving into freight forwarding and those jobs 

were a little too regular for me. Doing the same thing day in 

and day out but Transport and Logistics is something 

completely different and was out of my comfort zone. 

It is a fast paced work environment but from my experience, 

for those that put in the effort, apply themselves and really 

work hard, the industry can provide fast career progression. 

Personally, I started in an administrative role and within six 

months I was offered an Import Sea Operations position. I deal 

with the import side of operations and LCL (Less Container 

Cargo) consolidation. So basically I am involved in keeping 

track of clients’ shipments and organising when cargo comes 

available, as well as liaising with our Customs Brokers to 

ensure a smooth clearance process.  

There are some certain personal skills that I believe help me 

within the industry, skills I didn’t necessarily know I had until I 

started. Multi-tasking, and the ability to liaise effectively with 

our overseas clients, speak with our overseas agents, as well as 

liaise with all walks of life from truck drivers to senior 

management, of which are all very important skills to have.  

I certainly believe my own achievements and determinations 

will take me far in this industry. It is hard not to be inspired 

when you take a look around the team environment, certainly 

around the parts I have been involved in. You see examples of 

people who have achieved so much at such a young age, like 

my office manager. To see all the things that you can do at a 

young age and how far you can progress in such a limited time 

is something of a drive for myself, wanting to achieve these 

things also. 

I had no experience in freight forwarding before I started with 

Mainfreight, but it is something I would recommend to anyone. 

To anyone considering giving it a go, just do it. It was 

something I decided to take a chance at and I haven’t looked 

back since. 

 

  

One day I’d like to see myself moving into a Sales Executive 

position, or even into the field of Customs Broking. I do enjoy 

the hands on experience working and dealing with clients. It is 

something I really enjoy and am very confident at, but until 

then I am glad to be a part of the operational side of things, 

and learning the ins and outs of the industry. 

Mainfreight hire largely from within and it’s exciting to know 

you may have the opportunity to one day potentially move 

between areas, or move between countries. It’s exciting how 

they give you that option.  

“ How far you can progress 

in such a limited time is               

something of a drive for me ” 
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Carina Cartwright 

Senior Advisor, Ports & Logistics /                  

Department of Planning, Transport and Infrastructure 

My career path into Transport and Logistics was not that 

straight forward as at University my interests were in Marine 

Biology and Environmental Management.  My first job after 

university was counting fish on the Great Barrier Reef!  

After 10 years I decided to take a job managing  a Tuna Farm 

in Port Lincoln, with responsibility for 150 employees. Within 

this company is where I began to appreciate the complexity of 

transport and logistics within our everyday business. Later I 

worked with the Tuna Boat Owners Association where we 

looked at industry-wide transport and logistic issues to try and 

solve them. Often this meant going to Japan following from 

Port Lincoln the tuna supply chain.  

I started working in government with Primary Industries and 

Resources SA. My experiences here ranged from diving to 

representing Government in court around issues of the 

sustainability of tuna farms to providing corporate level triple 

bottom line report cards.  

  

 

 

 

 

 

I  had developed an extensive background knowledge on 

policies, regulations and legislation and as a result became 

interested in looking into the development of “big boat” 

policies. I decided it was time to move to something bigger in 

transport and logistics, hence my move to the Ports and 

Logistics Unit of the Department of Planning, Transport and 

Infrastructure.  

Having had such a great career with so much variety, I 

certainly have had many highlights, as mentioned from diving 

of the Great Barrier Reef to following the tuna supply chain 

around the world. It has been especially rewarding to work on 

improving supply chains to rural communities, and I also 

appreciate the opportunity to contribute to the South 

Australian and national Port Strategies in my position. 

In any industry people management skills are essential 

requirements. Recently I completed a MBA to provide me with 

a much higher level of understanding of management aspects. 

Government work is often not about building but about 

facilitating, putting the frameworks in place to ensure the 

private sector has the ability to go out and develop - a port for 

example, and to do this one needs good people skills to 

understand where the industry is at. 

I was first introduced to transport and logistics as a young 

female Farm Manager. It was great that I was given the 

opportunity in another traditionally male dominated industry 

to show I was as capable as anyone else. The fishing industry 

can be tough - being at sea on the boats - but just like any job  

it is important to prove yourself. I spent much time at the back 

of the boats, listening to people, learning as much as I could.   

Transport and Logistics is a great industry to get into and it 

certainly suits people who like a challenge. My advice to 

people looking to enter the industry would be to take advice 

from people around you. Coming into any new job you are 

going to come across new experiences, you have to be willing 

to enjoy these new challenges. 

“ You have to be willing to 

adopt to new challenges 

and not throw them away ” 
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Before I got involved in Transport and Logistics I had a junior 

position in Sales. I always liked the idea of being able to help 

people through my expertise and I guess my interest in the 

transport and logistics industry grew out of the big chance to 

help business. People might not often understand the role that 

transport and logistics plays in the day to day operation of a 

business but it is huge. I think this is what drove me to become 

involved in the industry. 

To progress in my line of becoming a licensed Customs Broker 

it is essential to learn all aspects of freight forwarding. After 

some hard work I achieved my license in 2006 and there is 

great satisfaction knowing you are part of a specialised field of 

only about 1,400 licensed custom brokers throughout 

Australia. When I sat the  examination you only got one 

opportunity a year to pass the exams, but it requires a massive 

effort to put in the 200+ days of study it can take to pass the 

exams. Luckily for me in my earlier career I had a mentor who 

helped me a lot whether at work or in my study, I guess he saw 

something in me. It can be of great reassurance to have 

someone like this aid your development and understanding 

this is why I like to give back to the industry as much as I can 

and take the time to help new entrants. Again it comes back to 

being able to help but the positives extend to the individual as 

well as the business.  

Achieving my Customer Brokers license as mentioned is a 

major career highlight but since then so much more come to 

mind. In a previous position I maintained the account for 

Suzlon Australia, based in Melbourne and facilitated the 

importation of close to a hundred complete Wind Turbine 

Generators on several chartered vessels over a period of two 

years. The wind farm projects were based in Victoria, South 

Australia and New South Wales. This account required very 

specialized knowledge and experience dealing with imports 

worth several hundred million dollars over the life of the 

project.  You always reflect fondly on the big budget projects. 

 

 

Many skills will take you far in this industry. On a personal level 

I think determination and commitment have taken me a long 

way. In an industry that is constantly evolving I view change as 

an opportunity for exploration and learning and welcome 

adaptation to new processes so I can strengthen and increase 

my skills and expertise and drive my persistence. If I was to 

give advice to a new entrant to transport and logistics I would 

say cherish the challenges. Do not allow any obstacle to defeat 

you but rather see it as an opportunity to grow. But also to 

know that hard work pays off, wages increase dramatically 

once a person gets their Customs Broker license and can top 

$100,000. 

At the moment I am really enjoying the challenge of              

running my own business and the freedom this gives you. I 

could hop in a caravan tomorrow and tour Australia and I 

would still be able to provide export advice to Importers and 

Exporters interstate. That is definitely one of the many great 

things about Transport and Logistics. 

Chris McKirdy 

Customs Broker / SAC Import Clearance 

“ Do not allow any obstacle to 

defeat you but rather see it as 

an opportunity to grow ” 



 

Rebecca Pearce 

National Business Development Manager /  

World Courier 

I entered the industry at a young age with the aim of working 

in Sales. One of my first positions was in Sales and it centred on 

removals and relocations of house hold goods and this is where 

I was first introduced to customs clearance, import and export 

requirements. It is not just about picking up a box and moving 

it from Point A to Point B, its intricate, its fast paced – certainly 

in Air Freight, its detailed. I am an attention to detail person 

and that is what I like about Transport and Logistics and what 

initially drew me to it. 

I love the way Transport and Logistics relates to other 

industries and how what we do for them is so important. In 

pharmaceuticals for example, there are stringent compliance, 

quality and security issues that have to be met and how well 

we do these effects their business. I am no scientist but I can 

now certainly tell you heaps about Monoclonal Antibodies.   

I started in World Courier in 2005 looking after their South 

Australia business. At the time it was only a tiny market, now 

we move millions of dollars of pharmaceuticals every week 

from our office. From the start I obviously showed enthusiasm 

in the role and in progressing my career and as a result I was 

given responsibility for Western Australia also. Later I was 

given the opportunity to take a Senior Business Development 

Managerial role that involved supervising the Melbourne team 

but maintaining my portfolio of SA and WA. It was while in this 

role I proved I had developed exceptional management skills 

and when an opportunity opened up to move into the National 

Business Development Manager position I grabbed it. I really 

appreciated the opportunity to continue in Adelaide as their 

National Manager, you don’t see many National Managers 

who don’t get pushed to the Eastern States. 

I did briefly leave the Air Freight industry, wondering was there 

more for me out there but after working briefly in Road 

transport, I realised it wasn’t for me. It wasn’t the technical 

science, temperature controlled world I was used to. With 

other types of freight logistics you don’t have the urgency. It is 

planned, it is prepared, it’s a scheduled type of logistics but 

with air freight I guess you can say you get addicted to the 

quick pace and fast turnaround.  

In my current position sales skills are brilliant to have and 

operational skills is something I have focused on developing as 

I like to be hands on with the operations of things but I think 

having a diverse range of skills can complement these. 

Knowledge and skills that cover air, road, rail and sea are 

highly important. People skills are definitely a big thing in this 

industry considering the diverse backgrounds of the people we 

work with, from executive to blue collar workers to 

international business counterparts, they are all important 

stakeholders. Personally my broad experience in these skills 

has let me understand the industry as a whole and understand 

how we fit into the area and are able to apply our company’s 

specialised areas into logistics as a whole.   

Of course in the earlier stages of your career it can be of great 

benefit to have a mentor and supporter. My first manager at 

World Courier is someone I consider a mentor and to this day 

we still stay in contact, grab the occasional coffee and bounce 

ideas of each other.  There have been others that I am 

extremely grateful for their support and the opportunities 

given to me such as the chance to chair the Lean Action 

Learning Program. I am highly respectful of the opportunities 

given to me, and obviously that is a belief in me, people don’t 

do that unwillingly.  

In the future I would obviously love to be able to work in a 

Management capacity. This is something I’ve really reflected 

on in the last six months. Obviously Business Development is 

my core focus and passion but after being exposed to 

management practises and in understanding how 

management can influence culture and drive change in 

company outcomes I think personally I have an ability to use 

my Business Development skills in a management capacity, in 

supporting staff to achieve outcomes and in contributing 

towards company drive and strategic direction. 

“ Be hungry to learn more and 

always commit to learn more ” 
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I entered into the Transport and Logistics industry through       

having worked in the Mining Industry. The environmental 

aspect of Mining was always something that interested me 

growing up, through my education and early work career. I got 

the opportunity to work with Zinifex north of Adelaide in Port 

Pirie and to be honest I thought that was to be my career path. 

I hadn’t thought of aviation until I got a phone call saying the 

position of Environmental Manager at Adelaide Airport had 

become vacant, only then through a little research did I realise 

there is a lot more to the industry, a lot more challenges and 

significant environmental regulations to be met than I really 

expected coming from a mining background. Now being in this 

position for the last 9 years I couldn’t imagine leaving the            

industry, I am completely hooked. 

There are many particular things that I really enjoy working in 

aviation. The industry is certainly dynamic. Working in airports 

and aviation it is constantly evolving, I like that. It is also             

complex. There are many government and private                    

organisations that have to cooperate and coordinate to make 

aviation as efficient as possible and that requires a lot of                

relationship building and working through a lot of complex 

issues. It certainly is a challenge I cherish. Within the scope of 

aviation, you have to focus on local, national and    

international issues. You have to keep your eye on all and I like 

the breadth of being able to participate in the local, national 

and global from dealing with residential associations to           

international regulations.  

Women in senior management are still a minority throughout 

the Transport and Logistics industry. Realistically, there               

probably are imperatives but if you are suitably qualified, 

prepared and driven when that opportunity comes along you    

can get anywhere. But it is also about those opportunities and 

being prepared that can sometimes be difficult for women  

particularly if they are required to be a carer at home too. 

Once you get to the executive level it is not a 9 to 5 job. It can 

be difficult to juggle your home life with the time constraints 

around study, professional development and commitment to 

external working groups or committees - the things that get 

you noticed. But industry knows this and is being more 

proactive in bringing women to the front of the forum and 

providing opportunities for the best employees regardless of 

gender to rise to the top. 

 

 

 

 

I am very proud of many achievements throughout my career. 

Very early in my career when I was working in Singapore I did a 

significant amount of staff engagement and training that           

assisted the Singapore Airlines Engineering Company get              

certified to ISO 14001 (Environmental Management). More 

recently Adelaide Airport became the first airport in Australia 

to be awarded Airport Carbon Accreditation certification from 

the Airports Council International (ACI). We currently are at 

Level 1. Reaching Level 2 I hope will be my next career                 

highlight. (Edit: Adelaide Airport have since achieved Level 2 

accreditation).  

There are certain skills that I developed throughout my career 

that helped me get to where I am today and gave me the 

ability to achieve these highlights. Learning how to read and 

interpret complex legislation is a vital skill, but even developing 

my people management skills has been very rewarding. 

Engaging people is an important skill. I am not the person 

doing the physical things for the environment but it is my job 

to bring these people whether airlines or contractors to the 

table to get these things done and good. Efficient people 

management is certainly required to do so. 

If I was to offer people advise looking to follow in my footsteps 

I would say don’t be afraid to take risks. If you particularly 

want to work in a certain industry, don’t be afraid to work in 

other industries if it gives you the opportunity to learn new 

skills and prove yourself. You can always jump back into the 

industry later on. Don’t be afraid to leave your comfort zone, 

you can for example go overseas, where there may be skill 

shortages. Try and take on these roles that no other people 

want because they are a little tougher. You will certainly learn 

something and this will help you leapfrog to the next stage of 

your career.  

Stephanie Bolt 

Environmental Manager / Adelaide Airport 

“ As Oprah Winfrey said I 

believe luck is preparation 

meeting opportunity ”  
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I initially began my career in retail and was promoted to 

management within 12 months. While I enjoyed the challenge, 

extended retail hours  and the physical work of being on my 

feet for 12 hours a day became exhausting. At the time, my 

sister was a trainee Customs Broker with Customs Brokerage in 

Port Adelaide and an opportunity arose in the office to join her. 

I haven’t looked back since.  

I’ve now been in this profession over 11 years in many roles 

ranging from Customs Clerk, handling all import and export 

operations and documentation for our clients, Freight 

Forwarding and now Business. Freight Forwarding is exciting 

every day, working with different people in different roles, 

locally, nationally and around the globe. I could be arranging 

freight movements for any type of commodity for any corner of 

the globe any day of the week.  

 

 

 

 

 

 

 

I was lucky to develop some key skills during my time in retail 

which I’ve been able to draw on in Freight Forwarding. It gave 

me a great platform to perfect my customer service skills which 

is absolutely vital in this industry because you are always 

working with vendors, clients, carriers and transport providers. 

You need to be a good communicator in this profession. One 

other key required skill is time management and prioritizing. 

This is extremely important in keeping freight moving and 

arriving at a destination in the required timeframe.  

I take great satisfaction from the ‘little’ wins in my job. If you 

have delivered on a great project and everything has come in 

on time, the client is happy, satisfied and you have exceeded 

their expectations - that is what makes this work so enjoyable. 

To continue to deliver this for my clients requires constant 

adaption. Logistics and Freight forwarding is constantly 

changing and if you are not open and ready to change and 

grasping opportunities you will be left behind.  

To succeed in this industry I suppose you do need to come in 

motivated and with a dynamic type attitude. The main thing is 

to be open with your clients and help them as much as 

possible. I have been lucky that there have been some people 

that have helped pass on some of their knowledge to me.  

Coming from the retail industry I guess there was a steep 

learning curve for me initially and I thank all those that helped 

me in my early training and those that have mentored me in 

my progression. I have found that as you do and as you learn 

from others you pick up the knowledge, retain it and build on 

it. 

There definitely are more opportunities for women nowadays 

in the industry, and we can be thankful for some of the women 

pioneers before us, they lit the way for us. Probably the biggest 

change has been in the mindset of people when they think of 

the overall transport and logistics industry. We’ve been able to 

overcome the stereotype of the truck driver in the dirty singlet. 

People really value the importance of logistics and freight 

forwarding and understand the advantages it brings to their 

businesses. With these changed attitudes people are more 

open to careers in transport and logistics throughout the whole 

supply chain. 

At the moment I am continuing to build on my experience in 

the profession. As well as being on the Committee of the CBFCA 

Regional Advisory Committee for South Australia I also have an 

interest in further developing local training and career 

opportunities for youth in Adelaide particularly the Port area. 

I’ve been working to assist Ocean View College in 

implementing transport and logistics specific training in the 

school curriculum. Ultimately this will assist our local youth 

develop career paths, strengthening employment opportunities 

and knowledge to keep the South Australian Transport and 

Logistics industry going strong into the future.  

 

 

“ With changed attitudes 

people are more open to 

careers in transport and  

logistics throughout the 

whole supply chain ” 

Lisa Trinick 

Business Development Manager / Now Global Logistics   
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Key Resources 

 

Catalyst A not-for-profit organisation with a mission to expand opportunities 
for women and business. Catalyst undertakes extensive research on 
women and men across job levels, functions, and geographies to 
learn about women’s experiences in business, barriers to their 
career advancement, and the individual and organisational 
strategies that lead to success. 

Chief Executive Women The vision for the organisation is ‘women leaders enabling other 
women leaders’. It seeks to achieve this through education 
programs and through influencing all levels of Australian business 
and government on the importance of gender balance. 

Diversity Council Australia Diversity Council Australia is an independent, not-for-profit 

workplace diversity advisor to business in Australia. This includes 

offering specific resources on gender equality to businesses. 

Equal Opportunity Commission 
South Australia 

The Equal Opportunity Commission provides: 

 information about equal opportunity in a range of 
publications and fact sheets 

 education and training to individuals, organisations and 
businesses to create a better understanding of EO laws 

 Complaint-handlers to assist people to reach an agreement if 
a complaint of discrimination or harassment is made. 

Fair Work Ombudsman Provides information and advice about workplace rights and 

obligations including in the areas of pay, leave, employee 

entitlement, Awards and Agreements and ending employment. 

Leed Consulting Exclusive Australian licensee of the Rutherford Gender Cultural 
Audit and accredited in the use of the Psynapse Unconscious 
Cognition Assessments. In addition Leed offers the following in 
house and external Women’s Development Programs: 

 Springboard Women’s Career Development Program – for 
non management women 

 Catalyst women in leadership program 

 Group Coaching 

McKinsey Women Matters 

  

  

McKinsey’s Women Matter research explores the role women play 

in the global workplace, their experiences and impact in senior-

executive roles, and the performance benefits that companies gain 

from gender diversity 
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http://www.catalyst.org/who-we-are
http://www.cew.org.au/
http://www.dca.org.au/
http://www.eoc.sa.gov.au/about-us
http://www.eoc.sa.gov.au/about-us
http://www.fairwork.gov.au/
http://leedconsulting.com.au
http://leedconsulting.com.au/about-us/our-tools#rutherford-gender-cultural-audit-survey
http://leedconsulting.com.au/about-us/our-tools#rutherford-gender-cultural-audit-survey
http://leedconsulting.com.au/about-us/our-tools#psynapse-unconscious-cognition-assessments
http://leedconsulting.com.au/about-us/our-tools#psynapse-unconscious-cognition-assessments
http://leedconsulting.com.au/assets/Springboard-Program.pdf
http://leedconsulting.com.au/assets/Springboard-Program.pdf
http://leedconsulting.com.au/assets/Catalyst-Program.pdf
http://leedconsulting.com.au/leadership-development/womens-development-programs
http://www.mckinsey.com/features/women_matter


 

The South Australian Freight Council The South Australian Freight Council Inc (SAFC) is South Australia’s 

peak, multi-modal freight and logistics industry group that advises 

both the Commonwealth and State governments on industry-

related issues, and is funded by both governments and industry. 

SAFC represents road, rail, sea and air freight modes and operations, 

freight service users, and assists the industry on issues relating to 

freight logistics across all modes.  
Transport & Logistics Industry Skills 
Council Ltd 

  

TLISC is responsible for driving the skills and workforce development 

agenda across the entire transport and logistics industry which 

encompasses activities in road transport, warehousing, rail, aviation, 

maritime, logistics and ports. 

Transport Women Australia Limited 

  

The organisation is now the leading group representing women in 

the transport industry and has formed relationships with many 

other like-minded groups on both a National and International level. 

The Office for Women 

  

The Office for Women works toward achieving gender equity and 

positive change for women by collaborating across government and 

the community. The Office works closely with women’s groups and 

organisations, as well as with the Government of South Australia 

advisory group on women’s issues, the Premier’s Council for 

Women. 

Women on Boards Strives to improve the gender balance on Australian boards. It 

provides support to women on how to map their careers to include 

leadership and board roles. 

Women in Aviation/Aerospace 
Australia 

  

  

The primary aim of the program is to promote the issue of gender 

diversity and the participation of women within the aviation and 

aerospace sector in Australia. The program provides a network for 

women to connect with industry peers, inspire future generations to 

join the industry, and excel in their chosen careers. 

Women in Supply Chain 

  

WISC is a voluntary group open to all women and men in supply 

chain. Members are passionate about supporting women in 

Transport and Logistics to reach their optimum potential through 

collaborating, meeting and sharing knowledge and experience with 
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http://www.safreightcouncil.com.au/
http://tlisc.org.au/
http://tlisc.org.au/
http://www.transportwomen.com.au/about/
http://www.officeforwomen.sa.gov.au/
http://www.womenonboards.org.au/about/
http://www.aviationaerospace.org.au/initiatives/women-in-aaa/
http://www.aviationaerospace.org.au/initiatives/women-in-aaa/
http://womeninsupplychain.com.au/
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For further information contact the 

South Australian Freight Council on             

admin@safreightcouncil.com.au,        

telephone (08) 8447 0635 or see 

www.safreightcouncil.com.au 

www.the-linc.com.au 


