
The Workplace and 
Culture Story at ANZ

Siobhan McHale
Global Head of Breakout and Cultural 

Transformation

Human Capital Disclosure Report Launch 
9 January 2008



ANZ today

•5th largest company in Australia, largest in New Zealand

•33,000 staff 

•6 million customers 

•Market Capitalisation US$43 billion

•30 countries, focus on Austral-Asia-Pacific

•Our enlightened culture is a key point of difference



NPAT almost quadrupled in 10 years
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Cost to income ratio has fallen from 63% to 45%
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But it wasn’t always this way…

Early 90s

$2b in bad 
debts. 
63% cost to 
income ratio. A 
legacy of under-
performing 
businesses.

Languishing 

share price. CEO 

departs amidst 

very public Board 

stoushes.

Severe bank bashing. 
Cash for comment debacle. 

25% Branch closures. 
Survival mentality distracted the 

focus on our people, customers and 
community. 

We posted record 
earnings, reduced 
exposure to risk,
controlled costs and 
delivered strong 
shareholder returns

2000

Realisation that we needed to 
do more than perform – we 

needed to build a high performance 
organisation…

which was to 
develop a very 

different 
culture…



Things were not always this way…..

McKinsey survey of ANZ in 2000

Source: McKinsey & Company                                      Benchmark comprises 33 of Australia’s Top 50 companies

Stretching goals and targets

A clear and compelling mission

Consequence management

Effective organisational processes

Clear performance feedback

People orientation

Rewards and recognition

Average Superior Distinctive 

Financial management

Operational controls

Opportunities

Values



How our people saw our values in 2000 

1. cost reduction
2. profit
3. shareholder value
4. results orientation
5. accountability
6. continuous improvement
7. customer focus
8. bureaucracy
9. achievement
10. goals orientation
11. hierarchical
12. short term focus
13. long hours
14. commitment
15. risk aversion

Top 15 Values



Breakout: Building a long term 
sustainable advantage with a 
vibrant and energetic culture, 
positive values and a strong 
performance ethic

Perform: Delivering superior 
performance and value for 
shareholders

Grow: Achieving superior 
revenue growth by making it 
convenient and error-free for 
customers, and by innovating and 
investing in growth opportunities

We developed a focused agenda

All managed concurrently 



Underpinned by a strategic approach
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A clear vision and values



2000 2001 2002

Launch of Perform, 
Grow and Breakout

Doubles paid 
parental leave

Guarantees part-time 
employment for over 55s

New cultural initiatives

2003 2004 2005



Momentum maintained with new initiatives

2006



Achieving a positive shift in ANZ performance ethic

Source: McKinsey & Company Benchmark comprises 33 of Australia’s Top 50 companies

Stretching targets and goals

Clear compelling mission

Visible consequence management

Effective working of the organisation

Clear feedback on performance

Best people

Rewards and recognition

Average Superior Distinctive 

2003

2000

Financial control

Operational effectiveness

Opportunities

Values
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Raised the bar from staff satisfaction to employee 
engagement 

How much I like
things here

How much I want 
to be here

How much I want to 
and actually do
improve our 

business results

SatisfactionSATISFACTION

1980s 1990s 2000s

COMMITMENT

ENGAGEMENT



ANZ staff engagement in the High Performance zone

Note: Average Total Share Holder Returns (TSR) 

Source: Hewitt Associates, 2007

Destructive Zone

Serious
Zone

25%

40%

Average TSR 
=18% below 
average

Average TSR = 24% 
above average

High Performance/
Hewitt Best 

Employer Zone

79% Hewitt Best Employers 2006/2007

64% ANZ overall 2007
60% ANZ overall 2006

58%

Average TSR = 
3% below 
average

Indifferent 
Zone

TSR represents the change in capital value of a listed/quoted company over a one year period, plus dividends, expressed as a plus or minus 
percentage of the opening.

Australian Banking 
& Finance Average

60%
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How our people saw our values shift over time
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Communicating ANZ’s
Workplace and Culture Story 

Renee Hancock
Corporate Responsibility Manager

Human Capital Disclosure Report Launch 
9 January 2008



Why is human capital disclosure important?

• To build a reputation as a 
corporate responsibility 
leader

• To become ‘employer of 
choice’ and to attract and 
retain the best talent

• To enable key stakeholders 
(including the investment 
community) to make 
informed decisions  

ANZ Corporate Responsibility Report 2007



The workforce is changing

USA: 
Manufacturers cite 
labour shortages 
for production 
delays in new 
plant facilities

300,000 of the 
1.3m new IT jobs 
created in 
California last 
decade went 
unfilled; 1/3 of 
Silicon Valley start 
ups are headed up 
by Indian/Chinese

2050:60% of 
Europe’s total 
working age 
population will be 
over 60

Europe projected to 
have a 16% skills gap 
in IT sector in 2008

50% of UK’s population 
growth in last decade 
came from migration –
2/3 of which on skilled 
permits

Britain’s largest 
supermarket group hires 
truck drivers from Poland 
because of severe labour 
shortages

As much as 60% of 
African graduates now 
work outside Africa

India: IT sectors 
of Bangalore, 
Chennai and 
Hyderabad now 
reaching full 
employment

China: Major export 
industries are now at 
least one million workers 
short

Hong Kong: 
government 
projects the city to 
be short of 
100,000 skilled 
workers by 2007

The average age of 
the 96,000 
insurance 
professionals in 
Australia is 55

Source: Corporate Leadership Council Building Talent Pipelines 2006



What do we report?

People

Material issues Key outcomes
(Full CR Report)

Culture and engagement

Women in management

Flexible work practices

Offshoring

• Engagement

• Breakout
• Diversity: age, gender, 

culture, disability

• Remuneration & benefits
• Workplace relations

• Recruitment, retention, 
turnover

• Graduate & talent programs

• Learning & development
• Health, safety & wellbeing



Top Five Tips for Human Capital Disclosure

1. Do your research

– Understand your audience and what’s important to them

2. Get internal reporting right first

– Systems, responsibilities and frequency

3. Set human capital goals for public reporting

– Ownership, monitoring and evaluation

4. Identify key messages and stories that support your 
employment brand

– Tell the good and the bad

5. Identify communication channels and forums for feedback

– Broader communication strategy and  stakeholder engagement

Corporate Responsibility and Human Resources 
practitioners need to work together!



Recognition for ANZ’s People Programs

The Australian Association of Graduate Employers ‘Graduate 
Employer of Choice 2008’

Labour Relations Award

Employer of Choice for Women

ANZ ranked No.1 bank globally on corporate sustainability 
performance  and a score of 100% for OH&S

ANZ ranked 18 internationally and presented with the 2007 Global
Top Companies for Leaders award

ANZ awarded for excellence and leadership in the Diversity@work
Culturally and Linguistically Diverse category 


