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Words from the  
UnionsWA Secretary

Western Australia has the questionable 
honour of having the largest gender pay 
gap of all Australian states and territories. 
It is therefore unsurprising that inequality 
remains deeply entrenched in many of our 
workplaces, particularly in traditionally men 
dominated industries where women face 
significant barriers to participation, retention 
and progression.

This report presents the findings of research 
undertaken under the UnionsWA Workplace 
Gender Equality Project and provides an 
evidence based account of how gender 
inequality operates in practice in the 

construction, energy and transport industries 
in Western Australia. Through an examination 
of the lived experiences of women in these 
industries, the research identifies ongoing 
challenges, ranging from a lack of flexibility 
to accommodate caring responsibilities to 
gender-based discrimination and sexual 
harassment. These are often compounded by 
intersecting forms of discrimination.

The title of this report, ‘Beyond the Boys’ 
Club,’ is apt. It reflects the simple evidence 
that progress will not come from asking 
women to adapt to systems that were not 
designed for them. To shift the dial, we must 
address the systems—workplace practices, 
industrial arrangements and leadership 
cultures—that continue to disadvantage 
women. Importantly, what we develop and 
implement in their place holds the potential 
to benefit all workers. Gender equality, after 
all, is not a zero-sum game. 

Unions have a critical role to play, alongside 
employers and governments, in driving the 
change needed to address gender inequality 
in Western Australia. UnionsWA is proud to 
present this report as a practical resource 
to inform this important work. I hope it 
contributes to safer, fairer and more inclusive 
workplaces where women are valued, 
supported and able to thrive.

Rikki Hendon 
Secretary 
UnionsWA
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Lastly, addressing gender inequality in 
the workforce improves long-term social 
outcomes. Research has found that gender 
segregation limits women’s choices, 
negatively impacts workplace culture, and 
reinforces traditionally patriarchal gender 
norms. This is crucial because cultural 
norms around which jobs are appropriate 
for women influence career decisions and 
perpetuate bias in hiring and working 
conditions (Workforce Gender Segregation 
in Australia, Background Paper, WEOSOG, 
2024). These norms then become a driver 
for gender segregation in the workforce (WA 
Government, 2024). 

Despite extensive empirical research 
highlighting the positive outcomes of 
addressing gender inequality, evidence shows 
that, globally, countries (including Australia) 
still perform poorly in terms of compliance 
with gender equality indicators (GEI). 
Furthermore, Australia still presents a highly 
segregated labour market, and success in 
terms of changing the gender norms around 
what constitutes ‘women’s work’, and ‘men’s 
work’ has been limited (She’s Price(d)less, 
KPMG et al., 2026). 

While gender equality indicators may differ 
for each country, in Australia they include 
participation rates, equal remuneration, 
gender composition in governing bodies, 
flexible working arrangements, and sexual 
violence (Gender Equality Scorecard, WGEA, 
2025). Furthermore, global crises such as 
pandemics, conflicts and climate change 
exacerbate inequalities, including gender 
inequality, as progress in this area stalls or 
regresses. This is evidenced by countries 
winding back women’s rights in the post-
Covid era (WA Government, 2024).

1Bolded terms are defined in the report 
glossary

About the Workplace Gender Equality Project

This project explores barriers to gender 
equality1 in men-dominated industries in 
Western Australia (WA). Historically, gender 
inequality has disproportionately impacted 
women (Working for Women, 2024). While 
gender inequality can be defined as a 
‘women’s issue’, not all women are affected 
to the same extent; the intersection of other 
attributes such as class, race, disability, 
sexuality and gender diversity, among 
others, plays a role in the extent to which a 
woman is marginalised within certain spaces 
(Working for Women, 2024; Risse, 2024). 
Gender equality is not a zero-sum game; the 
raising of all people to a level playing field 
can only enhance conditions for all (Roy et 
al., 2020).

This project focuses on exploring the root 
causes of gender inequality within three 
industries in WA: construction, transport, 
and energy.

Importance of research

Addressing gender inequality1 in the 
workforce is an essential step towards a 
fairer, more inclusive society for at least three 
reasons. Firstly, gender equality is a human 
rights issue: inequality in the workplace leaves 
women with less choices and opportunities, 
impairing their ability to lead happy and 
fulfilled lives (Working for Women, 2024). 

In most cases, gender inequality negatively 
affects women’s enjoyment of their human 
rights, including the right to health and to an 
adequate standard of living, and the right to 
be free from cruel, inhumane and degrading 
treatment or violence.

Secondly, research shows that addressing 
gender inequality produces tangible 
economic benefits, creating positive 
outcomes for everyone (not just women) 
in the long term. This is because gender 
segregation in the workforce underpins the 
gender pay gap, hindering labour market 
mobility and productivity growth (Working 
for Women, Australian Government, 2024; 
Workforce Gender Segregation in Australia, 
WA Government, 2024). KPMG modelling 
shows that ‘halving the workforce gender 
participation gap would increase Australia’s 
GDP by $60 billion in 20 years.’ (KPMG, 
2018, as quoted in WGEA Review Report, 
2021). Other negative economic outcomes 
of workplace gender segregation include 
the devaluation of female-dominated 
occupations, and lowered levels of 
productivity and labour market mobility (WA 
Government, 2024). 
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About the Workplace Gender Equality Project

This project has three aims: first, to increase 
knowledge and understanding of how gender 
segregation manifests in men-dominated 
industries in WA, particularly transport, 
energy and construction; second, to develop 
best-practice guidelines, including model 
clauses, policies and training materials, that 
can help industries implement change; and 
third, to support long-term industry and 
societal change that makes these sectors 
more inclusive to women through both 
attraction and retention strategies. 

The first aim responds to a significant 
evidence gap. National data show that female 
participation rates in construction, energy 
and transport remain particularly low (Labour 
Force Survey, Australian Bureau of Statistics, 
2025). In WA, women account for 20.7% 
of the workforce in transport, postal and 
warehousing, 26% in electricity, gas, water 
and water services, and 13.1% in construction 
(ABS, 2025). 

Research aims 

The mining industry was excluded from the 
Workplace Gender Equality Project because 
it has already been the focus of extensive 
research, including the The Mental Awareness, 
Respect and Safety (MARS) Program 
Landmark Study (WA Government, 2023).

The second aim of this project is to 
develop practical, best-practice guidance 
that industries can use to address gender 
segregation. These outputs include materials 
such as model clauses for inclusion in 
enterprise agreements, workplace policies 
and training sessions, designed to give 
employers and workers the knowledge 
and skills needed to implement meaningful 
change. This reflects the objectives of 
‘applied research’, which seeks to ‘answer 
practical questions to address real world 
problems’ (Baimyrzaeva, 2018). It also aligns 
with research highlighting the value of a 
‘data-driven approach’ to advocating for and 

implementing change (Risse, 2024). For this 
reason, the statistical data collected through 
desktop research is complemented by 
empirical data that captures the perspectives 
and lived experiences of people and 
stakeholders (see Methodology section).

The third aim of this project is to promote 
long-term change at both industry and 
societal level so  segregated industries in WA 
become more inclusive to women. This means 
not only encouraging women to enter these 
sectors (‘attracting’) but also reducing the 
factors that push women to leave (‘retaining’). 
(WA Government, 2024). Achieving this aim 
requires attention to the policies, structures 
and practices that shape workplace culture 
and opportunity. In this sense, the project 
adopts a holistic approach to gender equality 
that focuses on ‘fixing the system’ rather 
than ‘fixing women’, placing responsibility on 
organisations to implement structural change 
(Bohnet 2016; Ryan 2022; Risse, 2024).
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Western Australian Public Sector 
Commission data. 

Relevant datasets published by the Western 
Australian Public Sector Commission include 
the State of the WA Government Sector 
Workforce 2023–24 Report. The workforce 
report includes detailed information on 
workforce composition, including age and 
gender, and specific analysis relating to 
women employees. These data are a useful 
source for this project because they provide 
insight into patterns of gender inequality 
within the WA public sector workforce, a 
women-dominated sector, which is useful for 
comparison purposes. 

Jobs and Skills Australia (JSA). 

JSA provide evidence-based advice to 
government and other stakeholders to 
improve understanding of the Australian 
labour market. JSA promotes inclusive 
participation and publishes data on 
barriers to women’s participation in paid 
work. For this project, JSA is a particularly 
useful source because its analysis of 
the construction industry identifies 
key barriers to women’s participation, 
including excessive and inflexible working 
hours, gendered workplace culture and 
informal rules, limited career development 
opportunities, and negative perceptions of 
women’s abilities (New Perspectives on Old 
Problems: Gendered Jobs, Work and Pay, 
Jobs and Skills Australia, 2025).

Status of Women Report Cards. 

The Status of Women Report Card 2026 
provides an important national snapshot 
of both progress and continuing barriers 
to gender equality in Australia (Australian 
Government, 2026). It highlights Australia’s 
highest-ever global ranking for gender 
equality (13th), a record female workforce 
participation rate of 63.1% in 2025, a 
narrowing national gender pay gap of 11.5% 
and increasing representation of women in 
leadership and decision-making. At the same 
time, the report card shows that serious 
inequalities persist, including high rates 
of intimate partner violence, the unequal 
distribution of unpaid care, and the continued 
under-representation of women in senior 
private sector leadership roles. As such, the 
report card is a useful contextual source 
for the project because it demonstrates 
that, while gender equality outcomes are 
improving nationally, structural barriers 
remain entrenched and require targeted 
policy and workplace responses.

9

About the Workplace Gender Equality Project

Key data sources

For this project, the key datasets and 
resources include the following: 

The Workplace Gender Equality Agency 
(WGEA). 

WGEA is an Australian Government 
statutory agency established under the 
Workplace Gender Equality Act 2012 
(Cth). Under the Act, private sector and 
Commonwealth public sector employers 
with 100 or more employees must report 
annually to WGEA against key gender 
equality indicators. These data include the 
gender composition of the workforce and 
governing bodies, pay and remuneration 
data, access to flexible work and parental 
leave, support for workers with caring 
responsibilities, consultation on gender 
equality, and workplace responses to sex-
based harassment and discrimination. 
WGEA data are particularly valuable for 
this project because they provide detailed 
employer-level and industry-level insights 
into structural patterns of workplace 
inequality in Australia.

The Australian Bureau of Statistics (ABS). 

Through the ABS, occupational data is 
available from the Labour Force Survey 
(LFS), which is published quarterly. Notably, 

ABS data captures nine key Gender 
Indicators, including the Gender Pay Gap. 
These data are especially relevant to the 
project, as they increase our understanding 
of gender equality in the workplace. 
Moreover, the latest labour force quarterly 
report includes a specific data set which 
allows for a detailed analysis of WA data 
by industry through a gendered lens. This 
shows which industries are men-dominated 
in WA.

The Household, Income and Labour 
Dynamics in Australia (HILDA) Survey. 

The HILDA Survey is a household-based 
study that collects information about 
economic wellbeing, labour market 
dynamics and the family life of more than 
17,000 Australians each year. The HILDA 
Survey is a longitudinal study—the survey 
started in 2001, and participants are 
followed over the course of their lifetime. 
Results from the survey underpin most 
academic research into gender equality 
in Australia, (for example Birch & Preston, 
2024) and as such, the survey is a key 
resource for our project. The latest survey 
captures data around paid childcare for the 
first time, which is a significant factor in the 
context of workplace gender inequality.



Beyond the Boys’ Club
10 11

About the Workplace Gender Equality Project

Industry data 

Among the project’s industries of focus, 
construction remains the most men-
dominated, with 149,300  men and 23,200 
women employed in WA. Similarly, in WA, 
the energy sector employs 25,100 men 
and only 7,700 women. Transport, Postal 
and Warehousing also shows a substantial 
disparity, with 63,600 men employed 

compared to 17,400 women. Across all three 
industries, men make up an overwhelming 
majority of the workforce, demonstrating 
the ongoing gender segregation that 
characterises many traditionally men-
dominated sectors. While women are 
represented in each industry, their 
participation rates remain comparatively low, 
particularly in construction (Fig 1).

Full-time employment across construction, 
energy, and transport remains heavily men-
dominated in Western Australia. Construction 
shows the greatest disparity, with 136,700 
men employed full-time compared to a much 
smaller proportion of women. Similarly, the 
energy sector employs 23,100 men full-time 
and only 5,700 women. In transport, 50,300 
men are employed full-time compared to 

13,300 women. Women’s participation in 
these industries remains limited not only 
overall, but also specifically in secure, full-
time roles. Across all three sectors, men 
continue to represent most of the full-time 
workforce, reinforcing the persistence of 
gender segregation within traditionally men-
dominated industries in WA (Fig 2).

Figure 1: Total employment in WA is dominated by men across all three target 
industries, with the largest gap in construction.

WA total employment by industry and gender
Source: Labour Force, Australia, Australian Bureau of Statistics, April 2026

Gender  Female    Male

WA total employment by industry and gender
Source: Labour Force, Australia, Australian Bureau of Statistics, April 2026

Gender  Female    Male

Figure 2: Full-time employment in these industries is men-dominated, especially 
in construction.

Transport, Postal and Warehousing

17,400

63,600

23,200

Construction

149,300

Electricity, Gas, Water and Waste Services

7,700

25,100

15,300

5,700

13,300

50,300

23,100

136,700

Electricity, Gas, Water and Waste Services

Transport, Postal and Warehousing

Construction
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About the Workplace Gender Equality Project

Similarly, part-time employment across 
construction, energy, and transport remains 
men-dominated in Western Australia. 
Transport shows the greatest disparity, with 
13,300 men employed part-time compared to 
4,000 women. However, the energy sector is 
equal, employing 2000 men and 2000 women 
on a part-time basis. In construction, 12,700 
men are employed part-time compared to 
7,800 women (Fig 3).

Across all industries, women are over-
represented in part-time work and under-
represented in full-time work. In WA, women 
account for 69.4% of the part-time workforce 
and 36.9% of the full-time workforce (ABS, 
Labour Force, 2026).

Methodology 

This project utilised a mixed-method 
approach to identify and explore the barriers 
to gender equality in men-dominated 
industries in WA. Two qualitative methods 
(interviews and focus groups) and one 
largely quantitative method (online survey) 
were used to collect data. Qualitative 
research methods allow researchers to 
collect valuable insights into the lived 
experiences of the participants. 

The process of data collection was conducted 
in two phases. During the first phase, relevant 
industries in WA were identified based on 
the insights gathered from consultations with 
union secretaries through one-on-one, semi-
structured interviews and a literature review. 
During the second phase, we engaged with 
women, gender-diverse people and men from 
selected, relevant industries via an online 
survey. Finally, interviews and focus group 
sessions were scheduled with women and 
non-binary workers from selected industries.

Phase one: Semi-structured interviews with 
Union Secretaries

One-on-one interviews as a qualitative 
research method promote the establishment 
of an ongoing connection between 
interviewer and participant. The participant 
is given a voice and the space to allow for 
life stories, experiences and views to emerge 
freely; a process which interview participants 
often describe as positive and even cathartic 
(Hutchinson et al, 1994). Interviews can be 

more or less structured; for this project, 
semi-structured interviews were considered 
appropriate. The partially unstructured nature 
of this interview style allowed the research 
team to explore topics more openly and 
the interviewee to steer the conversation 
to an extent. The participant’s views and 
opinions are key aspects of the interview 
process. For these reasons, this type of 
interview is endorsed by feminist scholars, as 
a particularly good method to study women 
as well as other marginalised populations 
(Esterberg, 2002).

The initial interviews with union officials 
fulfilled multiple purposes: identifying specific 
industries on which to focus; identifying 
industry-specific barriers and solutions to 
gender equality; and collecting contacts for 
workers and for future research. Interview 
questions were designed around the key 
barriers to gender equality in the workplace 
identified in the literature review. The data 
collected was used to test these hypotheses, 
exploring the participants’ views and insights 
into the identified barriers, while also allowing 
for the emergence of new barriers, as well as 
possible solutions (Rubin, 2021). 

While the topics discussed during interviews 
were not meant to elicit any kind of emotional 
distress from the participant, it should be 
acknowledged that the interview topics 
referred to instances of sexual harassment 
and violence in the workplace. Participants 
were not required to mention anything in 
relation to these topics (unless, of course, 
they wished to). Such topics may trigger an 

WA part-time employment by industry and gender
Source: Labour Force, Australia, Australian Bureau of Statistics, April 2026

Gender  Female    Male

Figure 3: Compared with full-time employment, part-time work shows a narrower gender 
gap, though men remain the majority across industries.
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emotional response, the effects of which 
can be experienced during and after the 
interview. For this reason, instructions on 
accessing appropriate support systems were 
included in a project information form.

Regarding recruitment, participants for 
interviews were selected according to pre-
specified criteria (in this case, their status 
as a Union Secretary). This is commonly 
defined in research as ‘purposive sampling’ 
(Rubin, 2021). Access to participants was 
facilitated by existing union networks, and 
potential participants were approached via 
phone and email. An interview guide was 
devised, outlining the interview process 
step-by-step for interviewers to follow on the 
day, ensuring that the interview process ran 
smoothly and efficiently. A consent form and 
a project information form were presented 
to participants for signing. The consent form 
included provisions regarding, for instance, 
voice-recording the interview (considered 
preferrable to note-taking because the 
interviewer can pay full attention to the 
participant (Esterberg, 2002)), and data 
management (i.e., how the data collected will 
be used and stored). 

As mentioned, the initial interviews were 
instrumental in narrowing the project’s 
focus to three specific industries in WA: 
construction, energy and transport. This 
choice was based on a qualitative analysis of 
the content of the interviews, which revealed 
a good degree of common ground among 
these industries in terms of barriers and 
possible solutions, while also differing enough 

as to make a good comparative analysis. 
The project’s timeline and resources also 
determined the choice of limiting the scope 
to three industries.

Phase two: Online survey and focus 
group sessions

We used an online survey to gather data and 
insights from women and gender-diverse 
people from selected industries. The survey 
was anonymous and took around ten minutes 
to complete, depending on the level of 
engagement with the written responses, 
which were not mandatory. While surveys 
are typically understood as a quantitative 
method for data collection, it is possible to 
devise a survey with a more qualitative style 
of questions, to allow for a broader variety 
of data to be collected. For this project’s 
purposes, some survey questions were in an 
open-ended format, allowing participants 
to respond in their own words, rather than 
choosing from a selection of pre-determined 
options, as is usually the case with purely 
quantitative surveys.

The survey provided a mix of both open-
ended and multiple choice questions. 
According to the literature, surveys that 
include a qualitative element allow for 
researchers to gather higher-quality 
data, featuring a diversity of voices and 
perspectives, and a ‘wide-angle lens’ on the 
topic (Braun, 2021). Furthermore, surveys 
are generally a safer method to use, as they 
do not require the same level of skills and 
experience as interviews and are inclusive 
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towards participants who may feel less 
comfortable sharing their views in-person in 
the context of a focus group.

To facilitate recruitment for interviews and 
focus groups, survey participants were given 
the option to sign up for a session  at the 
end of the survey. While this method made it 
easier for the team to create a list of potential 
participants to contact, it also compromised 
the anonymity of the survey, which not all 
participants would have found acceptable 
due to the sensitive nature of some of the 
information provided. As such, interview and 
focus group participants were also recruited 
via contact with existing union networks, 
referrals, and engagement with employers.

Focus group sessions were utilised in 
this project for two key reasons. Firstly, 
focus groups promote discussion among 
participants to identify thoughts, perceptions 
and impressions regarding a specific topic 
(Zaharia et al, 2008). Secondly, they are 
an effective method in terms of time and 
resources required, allowing the researcher 
to gather a large amount of data in a short 
period of time (Caretta and Vacchelli, 
2015; Esterberg, 2002). Focus groups can 
also be more or less structured. The team 
developed a focus group guide to ensure 

that the process ran smoothly, and consent 
forms were signed by all participants. The 
recommended size of a focus group was 
between five and ten people (no more than 
15), and the duration was between one and 
two hours at most (Esterberg, 2002).

During recruitment for the sessions, it 
became clear that we needed to remain 
flexible and adapt to the participants’ time 
constraints. Some focus group sessions 
became one-on-one interviews; some 
sessions were shortened; and some sessions 
were scheduled on a weekend or after-hours. 
This flexibility allowed us to attract a broader 
cohort, especially as the sessions could 
also take place online via Teams, making 
them more accessible to people with caring 
responsibilities, shift workers, and those living 
in the regions.

In the end, between the survey, interviews and 
focus group sessions, we gathered more than 
400 voices from people of varied genders and 
industries. This was a solid achievement given 
time limitations and provided for rich data on 
which to start our analysis.

What follows is a series of queries conducted 
with WGEP survey data and complemented 
by qualitative material collected through 
interviews and focus groups. The focus of the 
analysis is on women workers in construction, 
energy and transport

Women with caring 
responsibilities

While there have been changes in traditional 
caring roles, with increasing numbers of 
women entering the workforce and more 
gender balance in care-particularly parenting-
roles, women are still overwhelmingly 
responsible for care. In December 2021, 54 
per cent of families reported the main person 
looking after children was a woman, and 40 
per cent of families reported equal sharing 
of responsibility. Only 4 per cent of families 
reported that a man usually or always looks 
after the children. Even in these cases, when 
asked “who plans/coordinates child activities”, 
it was usually or always a woman (78 per cent 
of the time). 79.9 per cent of one parent 
families are single mothers. (Department of 
Prime Minister and Cabinet, 2024). 

We sought to understand women’s 
experiences of navigating work and caring 
responsibilities. The survey included a mix of 
12 open-ended and close-ended questions 
around issues such as access to parental 
leave, the impact of caring responsibilities on 
women’s ability to work, returning to work 
after parental leave and access to childcare. 
This discussion ties in with access to flexible 
work arrangements, which featured in the 
interim report for the project (Gender Equality 
in Men-dominated Industries: The barriers are 
not made of steel, UnionsWA, 2026). 

Several research questions were addressed, 
including:

1.	 How do caring responsibilities impact 
women’s participation in the workforce?

2.	 What are women’s experiences of 
accessing paid parental leave?

3.	 What are women’s experiences returning 
to work after having a child?

4.	 Who pays for childcare?

The number of women surveyed from selected 
industries who reported being impacted by 
caring responsibilities was low: three women 
in construction, fifteen in energy and  fifteen 
in transport. Slightly more women reported 
requesting flexibility on account of their 
caring responsibilities: four in construction, 
fourteen in energy and sixteen in transport. 
Nonetheless, when women reported being 
impacted by caring responsibilities, the 
impacts were significant, as the following 
written responses demonstrate:

“Single mum with two kids, gave 
them 12 months’ notice of upcoming 
surgical and specialist appointments. 
That in some cases I would not be 
giving much notice. Was told all is 
fine, to then have it used against me.”

-Woman, Apprentice Electrician

“I’m a single mum. I have to juggle my 
child alongside working some pretty 
random hours. While my company 
is great about it, I’m subject to soooo 
many comments from men about it 
with a perception that I’m ’taking the 
piss’, yet they never recognise that I 
complete those other hours at home 
each morning or night.”

-Woman, Full-time Stakeholder and 
Community Engagement partner

Findings
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Evidence shows that a lack of flexibility is a key 
barrier for women with caring responsibilities. 
Women reported receiving negative attitudes 
from employers and/or male colleagues, as 
well as backlash and retaliation, for accessing 
flexible work arrangements.  

Seventy-eight women from the selected 
industries reported being parents. Of those, 
only twenty-three said they had accessed 
paid parental leave, and eleven said they 
had difficulty returning to work afterwards. 
Participants described return to work as 
being hindered by the need for flexibility, 
a lack of employer support, the prohibitive 
cost of childcare, and a sense of isolation in 
the workplace. 

Women’s reduced working hours are often 
framed as a ‘choice’, for example through 
part-time work or fewer hours. However, that 
‘choice’ is shaped by social norms that place 
most unpaid care and domestic work on 
women (KPMG et al., 2026). 

“A temporary flexible work 
arrangement. They then cut me off 
my work emails and communication, 
blind-sided me when I did get 
to site with a “show of cause” 
meeting. Refused flexible working 
arrangement request and once the 
union got involved and highlighted 
how they have proceeded illegally 
and violated certain parts of the act, 
they rescinded all actions and just 
told me to come back to work…”

-Woman, Apprentice Electrician

Finally, forty-two out of the seventy-eight 
women that reported being parents stated 
that they have paid for childcare — this is 
interesting when read in conjunction with the 
men’s survey responses, revealing that, while 
most of them are parents, none reported ever 
paying for childcare. 

The conclusion we may draw from this is that 
the burden of a very necessary (and very 
costly) service, childcare, disproportionally 
falls on women – just as caring responsibilities 
usually do. ‘Childcare expenditure rose 
markedly between 2002 and 2017, from a 
median of $71 to $179. After a slight decline 
over the following years, median expenditure 
saw another rise between 2021 and 2022, 
reaching its highest level in 2022 at $192 per 
week’ (Wilkins et al., 2024).

“People are dropping out because 
we can’t get daycare. We can’t get 
nannies. We can’t get the help. People 
are dropping apprenticeships even 
because they’ve got pregnant during 
their apprenticeship.”

-Woman, Electrical Trades Lecturer, Focus 
group participant

Women’s answers reveal that not only is 
childcare costly, but is often unavailable, 
leaving lots of families without support. 
Women are, once again, forced to make 
impossible choices.

“The pressure to be a single parent 
plus work in a male dominated 
environment create situations where 
I sometimes call in sick because I’m 
not in a good place. Balancing my 
guilt of not being there for them when 
they need me causes me to worry.”

-Woman, Full-time Operations Maintainer

An intersectional analysis of the 
impact of personal attributes 
other than gender

This section examines how women in the 
selected industries perceived the impact of 
personal attributes other than gender on 
how they were treated at work. It draws on 
responses to two survey questions: one close-
ended and one open-ended.

22 Have you ever felt that your personal 
attributes other than gender have 
influenced how you were treated in the 
workplace?

22a Can you tell us more about how 
your personal attributes influenced 
treatment?

Table 1: WGEP survey questions about 
intersectionality

Eleven out of thirty women in construction 
answered yes to question 22, indicating that 
personal attributes other than gender had 
influenced how they were treated at work. 
Because the survey did not provide a list of 

attributes, participants interpreted the term in 
their own way. Question 22a was open-ended, 
and six valid responses were recorded:

“Apparently I’m bossy”

“Neurodivergency”

“I speak the truth. People don’t like 
the truth.”

“I experienced discrimination and 
harassment for my sexuality and my 
(female) partner was harassed when 
she attended a family day type event 
by this person in a previous role and 
management did not take action. 
My mental health status has been 
weaponised.”

“Well, I’m amazing at my job but 
sometimes I feel the ideas I bring to 
the table would be better received if I 
had different tackle.”

“As an immigrant I was treated 
differently. They sometimes refer 
to me as I have not done the same 
degree as them just because I studied 
in my own country.”
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These responses show that participants 
understood ‘personal attributes’ to 
include both personality traits (such as 
being described as ‘bossy’ or ‘speaking 
the truth’) and personal characteristics 
(such as neurodivergence, mental health 
status, sexuality, and immigration status). 
Together, they highlight the important role 
intersectionality plays in shaping women’s 
experiences of workplace discrimination.

In energy, twenty of the seventy women 
who completed the survey answered yes 
to question 22, indicating that personal 
attributes had affected how they were treated 
at work. Seventeen participants provided 
further detail in response to question 22a, 
with sixteen valid responses recorded. These 
responses suggest that women in energy 
also experience compound discrimination, 
with factors other than gender shaping 
their workplace experiences. The attributes 
mentioned included neurodivergence 
(ADHD), race, sexuality, age, appearance (for 
example, tattoos, piercings, or being blonde), 
and marital status, including being a single 
parent. Some responses also suggested that 
culturally and linguistically diverse workers 
face greater barriers to career progression:

“I think that being ‘Australian’ has 
helped me, if that makes sense. There 
are a lot of Filipino fitters, but there 
aren’t many electricians. Harder for 
non-Australians to get ahead.”

In transport, fifteen women answered yes 
to question 22, indicating that personal 
attributes other than gender had influenced 
how they were treated at work. Twelve 
women elaborated in response to question 
22a, with ten valid responses recorded. 
Their answers closely mirrored those from 
construction and energy, with age, sexuality, 
ethnicity, culture, and marital status all 
identified as relevant factors. Participants also 
pointed to issues connected to gender, such 
as a lack of consideration for menstruation in 
the workplace, as well as traits not typically 
seen as ‘feminine’, including being outspoken 
or having a strong personality.

“No consideration given to women 
having periods. You would honestly 
think they had never considered that 
50 per cent of people menstruate. 
The idea that there is no adequate 
provision for sanitary products in a 
workplace environment is laughable.”
And also, factors relating to personality traits 
that are not considered as typically ‘feminine’: 

“Strong personalities are not 
appreciated this led to bullying 
behaviour by leadership and 
management.”

“I’m loud and outspoken.”

Overall, forty-six women across construction, 
energy and transport reported that personal 
attributes other than gender had negatively 
affected how they were treated at work. While 
the examples varied, the experiences shared 
across the three industries showed strong 
common themes, particularly in the types of 
attributes participants identified and the ways 
this shaped workplace discrimination.

Taken together, these findings suggest that 
women’s experiences in these industries 
cannot be understood through gender 
alone. The responses show that workplace 
disadvantage is often compounded by 
race, migration status, sexuality, age, 
neurodivergence, family status and gendered 
expectations about how women should 
behave. This means that some women 
face multiple and overlapping forms of 
exclusion at once, making workplace 
inequality more complex than a single-
axis analysis can capture. In this sense, an 
intersectional approach is essential not only 
for understanding women’s experiences, but 
also for designing workplace responses that 
are genuinely inclusive.

Pay inequality

Four survey questions sought to understand 
women’s perception of their pay, in terms 
of both satisfaction and comparison with 
male colleagues.

24 Are you satisfied with your current pay?

24a What makes you feel dissatisfied with 
your pay? Select all that apply

25 Have you ever felt that your male co-
workers are paid more for the same role, 
or given more opportunities for training 
and promotion?

26 Have you ever felt that your female co-
workers are paid less for the same role, 
or given less opportunities for training 
and promotion?

Table 2: WGEP survey questions about pay 
and opportunities.

This analysis explores the level of satisfaction 
of women participants in regard to their 
pay; how they think their pay compares to 
that of their male counterparts; and whether 
they feel that male workers are given more 
opportunities for training and promotion and, 
consequently, are more likely to receive pay 
increases throughout their career. 
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Interestingly,  fifteen women in construction 
answered ‘yes’, and fifteen answered ‘no’ 
for question 24, splitting the cohort in half. 
We sought clarity regarding this finding 
in the participant’s occupations within the 
construction industry. The occupational 
breakdown within the construction industry 
shows that women working in the electrical 
trades (e.g., electrician, electrical trade 
assistant, apprentice electrician, HV fixed 

plant electrician) reported feeling more 
satisfied with their pay, while engineers, 
traffic controllers, and leading hands 
reported dissatisfaction. Answers to 
multiple-choice question 24a may help 
explain this finding (Fig 4).

Eleven of the fifteen women in construction 
who reported feeling dissatisfied with 
their pay reported feeling that they were 
underpaid for their skills and experience. 
The two participants that selected ‘other’ 
elaborated on their answer: 

“Wage theft!”

“Not all works are paid at the same 
rate. Some jobs are paid $10 an hr 
more which includes main roads jobs.”

Sixteen out of thirty women in construction 
answered positively to question 25, ‘Have 
you ever felt your male co-workers are 
paid more for the same role, or given more 
opportunities for training and promotion?’.

I feel underpaid for my skills and experience

11

My pay does not reflect my workload

9

The cost of living has increased but my pay has not

9

Denied opportunities to increase my pay

5

I’m paid less compared to industry standards

4

I don’t receive fair pay compared to my coworkers

3

Other

3

What makes you feel dissatisfied with your pay?
Women | Construction

I feel underpaid for my skills and experience

9

My pay does not reflect my workload

7

The cost of living has increased but my pay has not

7

Denied opportunities to increase my pay

5

I don’t receive fair pay compared to my coworkers

5

I’m paid less compared to industry standards

5

Other

2

What makes you feel dissatisfied with your pay?
Women | Electricity, Gas, Water and Waste Services

Number of Responses

Figure 4: Most women in construction cite feeling underpaid as the primary reason for pay 
dissatisfaction, with workload and rising living costs also key concerns.

Number of Responses

Figure 5: Feeling underpaid is the leading cause of pay dissatisfaction among women in 
utilities, alongside concerns about workload and rising living costs.
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Fifty-seven women in energy answered ‘yes’  
to question 24, indicating satisfaction with 
their pay; thirteen answered ‘no’. Therefore 
81% of women in energy reported being 
satisfied with their current pay. The women 
in energy who reported being dissatisfied 
with their pay (Fig 5) work in the following 
roles: draftsperson, apprentice electrician, 
electrician, electrical dual tradesperson, 
communications technician, electrical and 
instrumentation technician, electrical engineer, 
stakeholder and community engagement 
partner, and senior health and safety adviser.

Nine out of thirteen women in energy who 
reported feeling dissatisfied with their pay 
indicated that they feel underpaid for their 
skills and experience. A lot of women reported 
feeling that their pay does not reflect their 
workload, and that their pay has not increased 
to reflect the cost of living. There were two 
‘other’ responses, which read:  

“We receive less pay as shift workers 
compared to day shift workers. 
Management tells us we have to ‘earn’ 
CPI increases.”

“The professionals (which are mainly 
women) are paid anywhere from 10-
25% less by-level than the production 
workers (the men). This is base pay 
alone - doesn’t include penalties etc 
that the shift workers get. There 
are allowances that the production 
workers get for driving their private 
cars to site yet the professionals don’t 
receive that allowance.”

Twenty-three out of seventy women in energy 
answered positively to question 25, indicating 
that they feel their male co-workers are paid 
more for the same role, or are given more 
opportunities for training and promotion. 
Consequently, forty-seven women answered 
‘no’, which is encouraging.

Forty-nine of seventy-three women in 
transport reported satisfaction with their 
current pay. The women in transport who 
reported being dissatisfied with their pay 
(Fig 6) work in the following roles: aviation 
protection officer, warehouse supervisor, 
cabin service cleaner, transport planner, 
aviation ground crew, airline service agent, 
driver, tilt tray operator, truck driver, forklift 
operator, custody officer, railcar driver, 
operations maintainer, yard person, plant 
operator, revenue protection officer and 
trainee railcar driver.

Eighteen of the twenty-four women in 
transport who reported dissatisfaction with 
their pay tied it to the increase in the cost 
of living, followed by their pay not reflecting 
the workload, and feeling underpaid for their 
skills and experience. 

Three participants selected ‘other’, and 2 
elaborated on their answer: 

“Our pay was very low ($29.40) for 
the work we did as custodial staff eg 
compared to Coles workers or other 
fellow security workers who get $35ph.”

“Out-sourcing of our driving tasks to 
sub-contractors.”

Twenty-one out of seventy-three women in 
transport answered ‘yes’ to question 25, ‘Have 
you ever felt that your male co-workers are 
paid more for the same role, or given more 
opportunities for training and promotion?’. 
Fifty-one answered ‘no’, and one left the 
survey question blank. This suggests that the 
women in transport who completed the survey 
do not generally feel that men are paid more 
for the same job in their industry. 

Across the board, dissatisfaction with pay 
predominantly related to feeling underpaid 
for skills and experience, and a feeling that 
pay increases did not reflect cost of living 
increases. The occupations reporting to be 
most satisfied with their pay were electricians; 
while engineers, traffic controllers and leading 
hands reported dissatisfaction. 

Number of Responses

The cost of living has increased but my pay has not

18

My pay does not reflect my workload

13

I feel underpaid for my skills and experience

10

Denied opportunities to increase my pay

9

I’m paid less compared to industry standards

8

I don’t receive fair pay compared to my coworkers

3

Other

3

What makes you feel dissatisfied with your pay?
Women | Transport, Postal and Warehousing

Figure 6: Rising cost of living is the leading driver of pay dissatisfaction among women  
in transport.
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Women from construction, energy and 
transport did not generally feel that their male 
colleagues were paid more for the same job.

Reproductive health needs

36 Have you ever needed better support 
for reproductive health needs?

37 Would any of the following assist you to 
manage your reproductive health needs 
and work? Select all that apply.

Table 3: WGEP survey questions about 
reproductive health.

Three survey questions explored whether 
female participants ever needed support to 
address their reproductive health needs and 
which support would have helped (if any).

More than half of the women in construction, 
energy and transport answered ‘yes’ to the 
question ‘Have you ever needed better 
support for reproductive health needs?’ (55%) 
and roughly a third of respondents (36%) 
responded ‘no’ (Fig 7). 

It is worth noting qualitative data from 
interviews and focus groups with women from 
the target industries largely indicated that 
while it might be desirable to have changes 
addressing those reproductive health needs 
in the workplace, this did not represent their 
number one priority.  

 
“This is not anything we would have 
even considered…because nobody 
would have known about anything 
that was happenin g with us.”

-Woman, Painter Blaster, Focus group 
participant

“I think childcare would be a better 
thing to fight for for men and women”

-Woman, Painter Blaster,  
Focus group participant

In general, for women in the target industries 
who answered the question ‘Would any of 
the following assist you to manage your 
reproductive health needs at work?’ the 
number one priority was having access to 

paid leave in addition to other forms of leave 
(62%); this was followed by better access to 
facilities and amenities (55%), and access to 
menstrual products (45%) (Fig 8). 

No

92

Yes

68

Prefer Not To Say

8

Have you ever needed better 
support for reproductive  
health needs?
Women | Construction, Energy and 
Transport

Number of Responses

Figure 7: Most women in construction, energy 
and transport have needed better workplace 
support for reproductive health needs.

Access to paid leave in addition to other forms of leave

108

Better access to facilities and amenities

96

Access to menstrual products

78

Ability to rest or access a quiet area when needed

77

Reasonable changes to the work environment

76

Access to flexibility

71

Longer or more frequent breaks

50

I don’t know

38

Other

19

Would any of the following assist you to manage your reproductive 
health needs at work?
Women | Construction, Energy and Transport

Number of Responses

Figure 8: Access to paid leave is the most sought-after support for managing reproductive 
health needs at work.
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Although responses were broadly similar 
across the selected industries, women in 
construction most often identified ‘access 
to menstrual products, such as pads and 
tampons etc’ as the main workplace change 
needed to support their reproductive 
health. This was followed by ‘better access 
to facilities and amenities’, and ‘reasonable 
changes to the work environment’. By 
contrast, women in energy and transport 
considered ‘access to paid leave in addition 
to other forms of leave’ as the main priority. 
This difference in priorities, once again, 
highlights the construction industry as the 
sector in which many women still lack access 
to the most basic workplace needs.

Qualitative responses provided by 
participants who selected ‘other’ 
indicated, among other things, a need for 
more education and awareness around 
reproductive health needs. One participant 
working in the construction industry stated:

“This is an offensive question that 
implies everyone should be having 
babies, when not all of us want to!”

A definition of ‘reproductive health’ was 
provided in the survey, under the relevant 
question:

“Reproductive health needs 
could include reproductive 
health conditions or procedures 
including intense menstrual 
pain, endometriosis, polycystic 
ovarian syndrome, vasectomies, 
hysterectomies, intense 

perimenopause and menopause 
symptoms, in-vitro fertilisation 
(IVF), miscarriages and 
terminations, and breast, uterine  
and prostate screenings.”

However, this participant interpreted the 
question as limited to women who are 
planning to have a baby. This is a common 
misconception, suggesting that more 
education around what reproductive health 
entails is required. 

The impacts of menopause and 
perimenopause (and reproductive health 
generally) on women include reduced 
wellbeing, reduced economic participation, 
discrimination, and withdrawal from the 
labour market (Issues Related to Menopause 
and Perimenopause: Submission by the 
Australian Council of Trade Unions to the 
Senate Community Affairs References 
Committee on Issues Related to Menopause 
and Perimenopause, 2024). The Australian 
Council of Trade Unions (ACTU) recommends 
that governments invest in more research 
to understand the impact of reproductive 
health (including menopause) on women’s 
participation in the workforce and the 
economic impact on women and the 
economy more broadly. The ACTU also 
recommends amendments to section 65 of 
the Fair Work Act 2009, to ensure access to 
flexible working arrangements for women 
during menopause (ACTU, 2024).
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According to a report from the Finance Sector 
Union, ‘Over 35% of workers experiencing 
menopause identified it as a factor in early 
retirement while over half of menopausal 
workers cited menopause as a reason 
not to pursue promotional opportunities’ 
(Finance Sector Union, 2024). The report 
recognises the importance of developing 
proper frameworks providing advice, 
support, flexibility and paid leave to workers 
experiencing menopause, which would 
improve retention. Similarly, a recent report 
by the Bankwest Curtin Economic Centre 
argues for the benefits of implementing 
a universal reproductive health leave 
entitlement in Australia. The financial benefits 
identified from implementing such a provision 
include improved productivity, improved 
retention, and lower retirement rates among 
workers who have greater capacity to manage 
their health with paid reproductive health 
leave (Duncan et al., 2025).

Finally, another research participant 
working in the energy sector indicated 
that they cannot have children, associating 
reproductive health exclusively with having 
children. But there were also participants 
who took the opportunity to emphasise how 
important extra support to address their 
reproductive health needs would have been:

“I have had a hysterectomy recently, 
but all of those supports would have 
been amazing if they had have been 
available. I had endo!!! Not fun.”

“Currently going through infertility 
which means I have to take more time 
off for treatment and using up all my 
leave, plus it is costing me a lot.”

Taken together, these findings suggest 
that reproductive health support is not 
a peripheral issue but part of the basic 
conditions required for women’s full 
participation in men-dominated industries. 
The fact that many women prioritised leave, 
facilities and menstrual products shows that 
workplaces are still failing to accommodate 
ordinary and predictable bodily needs. The 
responses also reveal a broader cultural 
problem: where reproductive health is 
poorly understood, narrowly associated with 
pregnancy, or treated as invisible, women 
are left to manage pain, treatment and major 
life events in silence. In this sense, better 
reproductive health support is not only a 
matter of wellbeing, but also of dignity, 
retention and equal access to work.

Job security

Two survey questions explored whether job 
security (or the lack thereof) ever impacted 
female participants’ decision-making and how.

39 Have you ever needed better support 
for reproductive health needs?

39a Can you tell us more about how job 
security has impacted your decision-
making?

Table 4: WGEP survey questions about job 
security.
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Across the board, 40% of the women in 
selected industries who completed the survey 
felt that the lack of job security negatively 
impacted their decision-making; however, 
55% did not recognise job security as an 
issue in their current industry/ occupation. 

Taken together, these responses show that 
job insecurity is not a narrow employment 
issue but a structural force shaping women’s 
broader life choices across construction, 
energy and transport. 

In construction, insecurity appears most 
acute, with women describing themselves 
as easily replaceable in a project-based, 
high-turnover environment; in energy and 
transport, the instability of temporary 
contracts, inconsistent rostering and limited 
permanent opportunities similarly undermines 
long-term planning. Across all three sectors, 
women linked insecure work to delayed or 
foregone decisions about starting a family, 
purchasing housing, securing visas, and even 
remaining in their occupation. 

The findings also suggest that job insecurity 
interacts with existing gender inequality: 
women may be pushed into lower-paid 
roles after pregnancy disclosure, remain in 
hostile workplaces to avoid losing income, 
or struggle to build financial security in 
industries that already offer uneven access to 
stable work. In this way, insecurity functions 
not only as an economic risk but as a barrier 
to women’s autonomy, retention and equal 
participation in these industries.

Responses showed a good degree of 
similarity between women from the 
construction, energy and transport industries. 
However, women in construction emerged as 
the cohort reporting the highest levels of job 
insecurity, with references to their perceived 
‘disposability’ within construction, an industry 
characterised by high turnover.

These are some of issues that women 
reported about job security:

“When you start a family as i need to 
come of medication that allows me to 
work.”
-Woman, Full-time Electrician

“There are no options for a change of 
location within the company, with a 
lot of contracts ending the number of 
opportunities went down to zero so 
the job security is so bad at  
the moment.”

-Woman, Apprentice Electrician

“Because I am trying to be sponsored 
to stay in Australia and every 
company I’ve worked at has told 
me they would and given the green 
light then after 6 months take the 
opportunity away.”

-Woman, Full-time Telecommunications 
Technician 

“Decision not to start a family  
now (ever?)”

-Woman, Part-time Project Officer 

“Obtaining a rental when pay is not 
consistent. Purchasing a newer car.”

-Woman, Casual Traffic Controller

“I have gone into financial hardship.  
I will never get out of debt. Never own 
a new car, my own home.”

-Woman, Leading Hand (Advanced Worksite 
Traffic Management)

“With women being the first ones to 
be made redundant and with limited 
opportunities to increase the salary, 
I have been delaying the starting 
the family and buying a property. 
Also because I am not a permanent 
resident yet.”

-Woman, Full-time Senior Engineer 

Contract work, casual work, visa status and 
industry uncertainty all impact worker’s life 
decisions such as whether to start a family 
and abilities such as affording a mortgage. 
Job insecurity persists even though most of 
the survey participants reported being union 
members covered by enterprise agreements. 
Participants associate this reality with the 
structure of the industries:

“The uncertainty of the  
construction industry.”

-Woman, FIFO Electrical Trade Assistant 

“We are disposable.”
-Woman, Leading Hand

A qualitative analysis of responses provided 
by women in energy revealed that the main 
issues experienced in relation to lack of job 
security included decisions around starting a 
family, buying a house, and having to stay in 
hostile workplaces:

“Buying a house - based on one 
income so that it’s affordable if one 
of us is not working. We moved to 
Australia when COVID started and 
only temporary electrical jobs were 
available so I chose to work at a bank 
in home loans instead. I temporarily 
left the trade for job security.”

-Woman, Electrician 

Contributing factors to financial instability 
include redundancies, discrimination based 
on pregnancy disclosure and the cost of living 
and property.

“When I worked for [company x], 
I was very reluctant to discuss my 
family making decisions. I was right. 
My manager discriminated based on 
my choice to become a mother and 
told me that [the company] could 
support me by placing me in a lower 
paid role that didn’t include housing.” 

-Woman, Part-time Project Leader

2Quote was altered to remove name of the 
company.
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We also found that, women in transport 
reported that inconsistent rostering and lack 
of permanent positions hindered their ability 
to plan their lives; as a result, they reported 
feeling that they had to ‘put their life on hold’: 

“Putting your life on hold because of 
uncertainty of contracts.”

-Woman, Full-time Driver 

Women in transport reported that a lack of job 
security impacted their decision to apply for a 
mortgage, start a family and/or have another  
baby, and visit family members interstate: 

“I spent the last 6 years as a casual 
before finally becoming permanent. 
During that time every decision I 
made was impacted by my work and 
if I would have money coming in.”

-Woman, Full-time Plant Operator

Attraction and retention

A series of survey questions examined 
women’s motivations for entering and 
remaining in or leaving selected industries.

40 On a scale of 1 to 5, how likely are you 
to recommend that women pursue work 
in your industry?

 

40a Can you tell us more about why you 
would not recommend it?

40b Can you tell us more about why you 
would recommend it?

41 What led you to choose the industry you 
work in? Select all that apply.

42a Did you work in other industries before 
entering your current industry?

42b Which industries did you work in? Select 
all that apply.

Table 5: WGEP survey questions about 
attraction and retention

This analysis addresses four key research 
questions:

1.	 Would women recommend their industry 
to other women, and why?

2.	 What factors attract women to these 
industries?

3.	 What motivates women to transition into 
these industries from others?

4.	 To what extent do women intend to 
remain in their industry, and for what 
reasons? 

Likelihood of recommending  
the industry

Across all industries, the majority of women 
(62.5%) indicated they wer e either ‘very 
likely’ or ‘likely’ to recommend their industry 
to other women (Fig 9).

4: Likely

65

5: Very likely

42

3: Not sure

37

2: Unlikely

14

1: Very unlikely

13

How likely are you to recommend that women pursue work in your industry?
Women | Construction, Energy and Transport

Number of Responses

Figure 9: Most women respondents would recommend careers in construction,  
energy and transport.
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At an industry level, 63% women in 
construction, 71% women in energy and 52% 
women in transport would recommend their 
industry. 

In construction, recommendations were 
frequently framed in terms of increasing 
female representation rather than the 
material benefits such as pay:

“More women are needed in the 
Construction industry otherwise it will 
never bring the opportunities that we 
expect for equality. We are equal and 
can do the work required of us.”

-Woman, Casual Hoist Operator and Traffic 
Management

Among women in the energy sector, 
recommendations were driven by several 
factors including increasing women’s 
participation, passion for the work, positive 
workplace experiences, financial rewards and 
career opportunities.

“Women can’t make a difference until 
we start stepping into male dominated 
industries proving that we can do 
equal or better results otherwise we 
are just proving them right.”

-Woman, FIFO Apprentice Electrician

“Because I love it, I really enjoy what 
I do in comparison to other jobs I’ve 
had in the past.”

-Woman, Apprentice Electrician 

“My personal experience has been 
very positive. I have been fortunate to 
work with a great crew.”

-Woman, Full-time Electrical and 
Instrumentation Technician 

“It’s a brilliant opportunity for 
anyone to get into in my opinion. 
Between job satisfaction, variation in 
opportunities and the pay.”

-Woman, Full-time Electrician 

Women in transport expressed similar 
motivations, including increasing 
representation, suitability for the work, and 
available opportunities. However, those 
who would not recommend the industry 
highlighted critical barriers including toxic 
work environments, lack of support for 
workers with caring responsibilities, safety 
concerns, inadequate facilities, discrimination 
and limited flexibility.

“The environment in the airport 
trade is exceedingly toxic - this  
stems from untrained, nasty,  
bullying leaders in the ground 
handling industry.”

-Woman, Casual Aviation Ground Crew 

“If they are young without children 
it is fine, but once you have children 
this company doesn’t support  
you anymore.”

-Woman, Part-time Airline Service Agent 

“Because the current work situation 
is not safe for women employees, 
because of that malicious dangerous 
male employee.”

-Woman, Full-time Driver 

“Lack of facilities, male dominated 
industry, women are seen but 
not heard. Women are subject to 
discrimination and sexual remarks 
from male colleagues.”

-Woman, Part-time Security Officer 

“No flexible working hours or  
access to annual leave during  
school holidays.”

-Woman, Full-time Railcar Driver 
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Passion for the work emerged as the primary 
motivator, consistently reinforced in interviews 
and focus groups. Career growth opportunities 
were also widely perceived as a drawcard, 
although other survey findings suggest these 
may not always materialise in practice. Pay 
and job availability were additional drivers. 
Notably, ‘good conditions’ ranked 11th, 
indicating a clear awareness among women  
of broader industry shortcomings.

Pay and career progression were the 
leading motivators, followed by passion 
for the work. Job security ranked higher 
than in construction, reflecting differences 
in employment stability. Perceptions of 
relatively better working conditions were also 
evident. As with construction, role models 
were limited.

Pay was the dominant factor, followed by 
job availability and security—suggesting 
comparatively stable employment conditions. 
Passion for the work remained important, 
ranking fourth. However, working conditions 
were again rated relatively low, and the 
absence of role models persisted (Fig 10).

Industry transitions

Many women transitioned into these 
industries from other sectors, most commonly 
‘accommodation and food services’ and 
‘transport’.

Key reasons for transitioning included 
improved pay and opportunities, interest in 
the trade, a desire for a career change, shifts 
in personal circumstances, and the pursuit of 
better work-life balance. 

Retention

43 Do you want to stay in your current 
industry?

43a Can you tell us more about why you 
want to stay in your industry?

43b Can you tell us more about why you may 
leave your industry?

Table 6: WGEP survey questions about 
remaining or leaving industry.

Most women indicated they intend to remain 
in their industry (Fig 11).

What led you to choose the industry you work in?
Women | Construction, Energy and Transport

Number of Responses

Figure 10 : Women are drawn to these industries by pay and passion.

Do you want to stay in your current 
industry?
Women | Construction, Energy and 
Transport

Number of Responses

Figure 11: Most women in construction, 
energy and transport intend to stay in their 
current industry.

I have a family member in the industry

The pay is good

88

I’m passionate about the work

75

I saw opportunities for career growth

66

It gives me good job security

63

There were jobs available    

66

I undertook the relevant education/training

43

It gives me flexibility and work/life balance

42

39

38

I was motivated by personal experiences

I have friends in the industry

The conditions are good

Other

I was inspired by a role model

37

36

13

12

Yes

123

Not Sure

31

No

17
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Women in construction commonly expressed 
strong passion for their work and a commitment 
to driving change within the industry:

“Break up the boys’ club.”
-Woman, FIFO Painter Blaster 

“I am passionate about women 
getting a fair go in the construction 
industry and love what I do. The 
camaraderie with my work mates is 
great and makes me happy to go to 
work every day.”

-Woman, Casual Hoist Operator and Traffic 
Management 

Pay and career growth also contributed  
to retention.

For women in energy, retention was 
influenced by passion, career opportunities, 
and a desire to act as role models.

“Room for growth, paid well, want to 
continue advancing women in male 
fields, passionate about the role.”

-Woman, Full-time Electrician 

“Testing and commissioning is a 
interesting job and l am always 
learning. Good mix of software and 
on the tools.”

-Woman, Full-time Testing and 
Commissioning 

Supportive workplace environments were also 
a key factor.

“I’m in a male dominated 
environment yet all of them are so 
respectful and supportive of me and 
my personal growth at work.”

-Woman, Full-time Distribution Linesperson 

Women in transport highlighted the 
enjoyment of the work itself.

“I enjoy the freedom of being out on 
the road. And meeting new customers 
or building a bond with the customers 
we have.”

-Woman, Full-time Truck Driver

Job security and long-term prospects were 
important.

“The industry I am in is a secure long 
term industry with a secure job role.”

-Woman, Full-time Locomotive Driver 

Unlike other industries, women in transport 
more frequently identified flexibility and 
work-life balance as reasons to remain.

“I can manipulate my work roster. 
I am comfortable and not stressed 
doing the work. I can work on my own. 
Various leave options. My rostered 
days off are known 2 yrs in advance.”

-Woman, Full-time Railcar Driver 

The data and  quotes on why women would 
want to stay in their current positions indicate 
where the positives are in the various industries.  
The project team have focused on these points 
as being the areas to push for wide scale 
change so more women entering these fields 
find the same enthusiasm to remain. 

As previously stated, the overall objective of 
the program is to lessen the segregation in 
men-dominated industries which generally 
pay higher rates of pay or have capacity 
for better earnings than traditional women-
dominated industries.  The attraction of 
higher pay is obvious but there needs to be 
the ability for women to have equal access 
to the higher rates that come with enhanced 
skills and responsibilities.  This in turn will lead 
to increased number of women at supervisory 
level which we believe will have the flow on 
effect of encouraging more women into and 
staying in the industries.  

Also, it is our view, substantiated by the 
research, that more women in supervisory 
levels will allow men the opportunity 
to request flexibility arrangements with 
confidence.

Women in leadership

A small proportion of women who completed 
the survey reported working in leadership roles 
within their industry. This section analyses and 
compares their responses with women workers 
who did not report being in leadership 
positions. Specifically, this analysis explores:

1.	 The number of women in leadership roles 
who completed the survey, both overall 
and within the selected industries.

2.	 The types of leadership positions held.

3.	 The barriers identified, and how these 
compare with those identified by women 
workers.

4.	 The forms of gender-based 
discrimination reported, and how these 
compare across the two groups.
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Representation

Across all industries, survey responses 
indicated the following distribution of roles: 
Director (1); Manager (5); Supervisor (6); Team 
leader (14); Employee (206).  

Three respondents selected ‘other’, with two 
valid responses (lecturer and crew member), 
which were reclassified as employees. Based 
on this, a total of twenty-six women across  
all industries are considered to be in 
leadership positions.

Within the project’s target industries, survey 
responses indicated the following distribution 
of roles: Director (1); Manager (1); Supervisor 
(5); Team leader (10); Employee (156). 

This results in a cohort of seventeen women 
who reported being in leadership roles in 
construction, energy and transport. This group 
forms the basis of the following analysis.

Barriers to participation

A comparison of workplace barriers identified 
by women in leadership (Fig 12) and women 
workers (Fig 13) shows a slight divergence in 
priorities and awareness. While differences are 
evident, the overall findings suggest broadly 
similar experiences across both groups. 

Women in leadership most frequently 
identified lack of training opportunities 
as the primary barrier, whereas this issue 
ranked significantly lower among women 
workers (ranked 8th). This may reflect the 
importance of training as a pathway to career 
progression, with leaders more likely to 
recognise its role in advancement.

Similarly, limited promotion opportunities 
ranked slightly higher among women in 
leadership (5th) compared to women workers 
(7th), suggesting increased awareness of 
structural barriers affecting career mobility.

A notable difference emerges in awareness 
of workplace barriers. A substantial number 
of women workers indicated they were not 
aware of any barriers in their workplace, 
whereas only two of the seventeen women 
in leadership selected this option, making it 
the lowest-ranked response in that group. 
This difference may reflect greater exposure 
to organisational dynamics among those 
in leadership, although this cannot be 
conclusively determined.

Qualitative responses further highlight 
differences between the groups. Among 
women in leadership, one valid ‘other’ 
response pointed to concerns around 
management support and confidentiality:

“Lack of management support 
generally. EAP program existed, 
concerns it wasn’t confidential. 
Lack of confidentiality in general by 
management - discussing personal 
issues by staff (men and women).”

-Woman, Custody Officer, Team Leader

In contrast, among women workers, sixteen 
valid ‘other’ responses were recorded, with 
a recurring theme of workplace bullying 
emerging as an additional barrier  
to participation.

Lack of training opportunity for 
12

Not enough  in leadership
11

Poor workplace culture
11

Gender discrimination
10

Lack of promotion opportunity for 
10

Lack of access to amenities
9

Gendered violence
8

Lack of pay increase opportunity for 
8

Lack of flexible working arrangements
7

Sexual harassment
4

Gender Pay Gap
3

Lack of FDV support
3

Other
3

Not aware of any barriers in workplace
2

What barriers to gender equality are present in your workplace?
Women in leadership | Construction, Energy and Transport

Number of Responses

Figure 12: Women in leadership identified lack of training opportunities for women as a 
key barrier.
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Number of Responses

Figure 13: A lack of women in leadership is the most commonly identified barrier to 
gender equality identified by women in the target industries.

What barriers to gender equality are present in your workplace?
Women in non-leadership roles | Construction, Energy and Transport

Lack of FDV support
14

Lack of pay increase opportunity for 
20

Other
26

Gendered violence
20

Not enough  in leadership
68

Poor workplace culture
58

Gender discrimination
55

Lack of access to amenities
54

Not aware of any barriers in workplace
40

Lack of flexible working arrangements
39

Lack of promotion opportunity for 
36

Lack of training opportunity for 
27

Sexual harassment
26

Gender Pay Gap
20

Which forms of gender-based discrimination best describe your experience?
Women in leadership | Construction, Energy and Transport

Difficulty returning to work after PPL
1

Other
1

Difficulty obtaining paid parental leave
1

Being excluded from decision-making
9

Limited training opportunities
9

Hostile workplace culture against women
8

Ongoing sexist remarks or inappropriate jokes
8

Receiving less support from managers
8

Biased assessment and feedback
7

Limited promotion opportunities
7

Being assigned to less important tasks
6

Biased job ads and hiring practices
5

Unfair pay
3

Number of Responses

Figure 14: Women in leadership report that discrimination is experienced through exclusion 
and restricted access to opportunities.

Gender-based discrimination

Differences are also evident in how gender-
based discrimination is experienced and 
prioritised. 

Women in leadership most frequently 
identified exclusion from decision-making and 
limited training opportunities as key forms of 
discrimination (Fig 14). In contrast, women 

workers overwhelmingly identified hostile 
workplace culture as the primary issue (Fig 15). 

Additionally, being assigned less important 
tasks was a major concern among women 
workers (ranked 2nd), but was far less 
prominent among women in leadership 
(ranked 8th). This suggests that experience of 
discrimination may shift as women move into 
more senior roles. 
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Which forms of gender-based discrimination best describe your experience?
Women in non-leadership roles | Construction, Energy and Transport

Number of Responses

Figure 15: Women report that discrimination is embedded in workplace culture including 
task allocation and sexist behaviour.

Overall, women in leadership and women 
workers report broadly similar barriers and 
forms of discrimination, though with some 
variation in emphasis. Women in leadership 
appear more attuned to structural and career 

progression barriers, particularly in training 
and promotion, while women workers 
are more likely to emphasise day-to-day 
workplace culture and task allocation.

Hostile workplace culture against women

Being assigned to less important tasks

Ongoing sexist remarks or inappropriate jokes

Being excluded from decision-making

Biased assessment and feedback

Receiving less support from managers

Limited promotion opportunities

Limited training opportunities

Biased job ads and hiring practices

Difficulty returning to work after PPL

Other

Unfair pay

Difficulty obtaining paid parental leave

44

43

40

32

29

29

25

19

16

11

7

6

5
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Being a union woman 

This analysis compares the experiences of 
women in selected industries who are union 
members and those who are not, focussing 
on barriers, harassment and gender-based 
violence, flexibility, and desired industry 
changes. Of the one hundred and seventy-
three respondents, one hundred and forty-
seven reported being union members, and 
twenty-six reported not being a  
union member. 

Barriers to gender equality

Union members appear more aware of 
workplace gender barriers, likely reflecting 
unions’ role in educating members about 
rights and equity. Both union and non-union 
women agree the main barriers are a lack of 
women in leadership, poor workplace culture 
and gender discrimination. 

Overall, union membership is associated 
with greater awareness of workplace gender 
barriers. This may reflect unions’ role in 
building gender equity literacy, although 
the data cannot confirm whether the actual 
prevalence of barriers differs between groups. 

Union members are more likely to identify 
systemic issues such as poor workplace 
culture and gender discrimination, while 
non-members place greater emphasis on 
promotion and training opportunities. Flexible 
working arrangements rank significantly lower 
for non-unionists (5th for unionists compared 
to 9th for non-unionists). This may indicate 
that union members are more aware of flexible 
working arrangements as a formal entitlement, 
or that collective bargaining agreements 
make flexibility more visible. 

The ranking of promotion and training 
opportunities, 2nd and 3rd for non-union 
women but outside of the top five for 
unionists, is notable. One interpretation 
is that union membership provides more 
structured pathways for career progression 
through advocacy, collective agreements, 
and protected entitlements, reducing the 
perceived significance of these barriers. 
This aligns with the purpose of union 
representation and suggests unions may help 
address career progression, shifting attention 
toward broader cultural issues. 
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Flexibility

Flexibility in men-dominated industries is 
shaped by cultural constraints. This is often 
masked as operational constraints rather 
than a culture of ‘that’s the way it has always 
been done.’

Women’s experiences of flexibility are also 
shaped by union membership. Union women 
are more likely to experience flexibility as 
something that is recognised, negotiated, 
or at least discussed through collective 
arrangements, while non-union women 
more often encounter flexibility as informal, 
discretionary, and dependent on managerial 
goodwill. In both cases, women do not have 
a wide range of options to choose from, 
but union membership can affect whether 
flexibility is visible as a workplace entitlement 
or remains an individual accommodation that 
is difficult to request or secure.

In construction, both union and non-union 
women face an industry with low tolerance 
of flexibility and a culture resistant to 
change. However, union women are better 
positioned to raise flexibility through 
collective structures, delegates, or enterprise 
bargaining, even if these pathways remain 
limited in practice. Non-union women are 
more likely to confront flexibility as an 
individual request in a setting where site-
based work, project schedules, and crew-
dependent rosters make managers quick 
to reject any departure from standard 
arrangements. For them, where flexibility may 
be possible, it is often informal, unclear, and 
rarely communicated.

In energy, union women may benefit more 
directly from enterprise agreements and 
established employment protections that 
make flexible start and finish times more 
conceivable and more legitimate to request. 
Their experiences of flexibility may therefore 
be shaped by a stronger sense that such 
arrangements can be negotiated collectively 
rather than granted as exceptions. Non-union 
women, by contrast, may still work in settings 
where start and finish flexibility exists, but 
their access is more likely to be uneven and 
dependent on role, supervisor, or workplace 
culture. This makes energy an important 
example of how union presence can shift 
flexibility from a discretionary practice toward 
a more normalised condition of work.

Lower reporting of issues like gendered 
violence, the gender pay gap, and family 
and domestic violence support likely reflects 
underreporting due to stigma rather than 
their absence, as these issues are often 
harder to disclose in survey formats.

Sexual harassment and gender-
based violence

Non-union women reported sexual 
harassment at disproportionately higher 
rates, consistent with broader qualitative 
findings of institutional non-response and lack 
of support structures (Fig 16). The absence 
of union representation may leave women 
more exposed and with fewer mechanisms to 
address or deter harassment (Fig 17).

Across both groups, the most commonly 
reported form of harassment ‘unwanted 
physical contact’.  Institutional failure is a 
dominant theme: reports are frequently 
dismissed, minimised, or quietly buried, and 
formal complaints rarely lead to meaningful 
outcomes, with perpetrators often remaining 
employed.

Forms of gender-based 
discrimination

Non-union women most commonly identify 
exclusion from decision-making, while union 
members rank hostile workplace culture as 
the primary issue. This may suggest that 
union membership provides greater voice and 
participation in decision-making processes, 

making exclusion less acute, while workplace 
culture remains problematic. Alternatively, 
union members may have a stronger 
framework for identifying cultural hostility as 
a systemic issue.

Both groups identify structural and cultural 
barriers as the most significant, with 
administrative or policy-level barriers ranked 
lower. The key difference lies in the emphasis: 
non-members focus on exclusion from power, 
while union members emphasise the broader 
cultural environment. This suggests union 
membership may influence how women 
perceive and articulate workplace barriers.

Did you seek support?
Women, Non-Binary and Other

Number of Responses

Figure 17: Union membership is linked 
to greater likelihood of seeking support 
after sexual harassment or gender-based 
violence.

 Yes    No

Union Member

Yes 57% No 43%

Not a Union Member

Yes 42% No 58%

Have you ever experienced sexual 
harassment or gender-based 
violence in your workplace?
Women, Non-Binary and Other

Number of Responses

Figure 16: A stark gap – non-union workers 
report nearly double the rate of sexual 
harassment and gender-based violence 
compared to union members.

 Yes    Prefer Not to Say    No

Union Member

Not a Union Member

Yes 32% No 63%

No 35%Yes 57%
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In transport, union women are more likely 
to experience flexibility through collectively 
understood practices such as shift swapping, 
roster adjustments, or provisions embedded 
in agreements, even when these options 
remain tightly constrained by coverage 
requirements. Non-union women may have 
access to similar practices, but these are 
more likely to depend on local workplace 
relationships and ad hoc approval rather than 
any clear or enforceable entitlement. This 
means that for union women flexibility may 
be limited but more visible, whereas for non-
union women it can be less predictable and 
more precarious.

Desired workplace changes

When comparing preferred workplace changes, 
the top four reported priorities are identical for 
both union members and non-members: more 
women in leadership, better workplace culture, 
better access to flexible working arrangements, 
and more support for parents and carers to 
balance work and family life. 

However, differences appear in the next tier of 
priorities. Equal opportunity for training ranks 
fifth for non-members but eighth for unionists, 
suggesting unions may already be addressing 
this through negotiated entitlements. Job 
security ranks sixth for non-members and 
tenth for unionists, likely reflecting stronger 
protections for union members.

Amenities and facilities rank tenth for non-
members but fifth for unionists. This inversion 
may reflect union members’ greater focus on 
physical workplace conditions as a bargaining 
issue, or sector-specific concerns in male-
dominated industries. Sexual harassment and 
gender-based violence ranks seventh for both 
groups, remaining consistent despite  
other variations.

While both groups share the same core 
priorities, differences in mid-ranking issues 
suggest that union membership may partially 
address certain concerns. As a result, different 
gaps become more visible to union and 
non-union women, shaping how workplace 
challenges and experienced and prioritised. 
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Non-binary workers

Eleven participants in the survey identified as 
non-binary or ‘other’. We were interested in 
assessing whether gender-diverse participants 

experience barriers to gender equality in 
a different way, and whether an analysis 
focused on this cohort would produce 
different results (Fig 18).

What barriers to gender equality are present in your workplace? 
Non-Binary and Other

Poor workplace culture
7

Number of Responses

Figure 18: Poor workplace culture is the key barrier identified by non-binary and other respondents

We were also interested in assessing whether 
gender-diverse participants experience 
gender-based discrimination in a different way, 
and whether an analysis focused on this cohort 
would produce different results (Fig 19).

Which forms of gender-based discrimination best describe your experience? 
Non-Binary and Other

Unfair pay
2

Difficulty obtaining paid parental leave
2

Limited promotion opportunities
6

Biased job ads and hiring practices
5

Being excluded from decision-making
4

Receiving less support from managers
4

Being assigned to less important tasks
3

Biased assessment and feedback
3

Hostile workplace culture against women
3

Limited training opportunities
3

Ongoing sexist remarks or inappropriate jokes
3

Other
3

Number of Responses

Figure 19: Limited promotion opportunities is the key form of gender-based discrimination 
identified by non-binary and other respondents.

Gender discrimination
4

Gender Pay Gap
4

Lack of pay increase opportunity for 

4

Lack of promotion opportunity for 

4

Not aware of any barriers in workplace
4

Not enough  in leadership

4

Lack of access to amenities
3

Lack of flexible working arrangements
3

Gendered violence
2

Lack of training opportunity for 
2

Sexual harassment
2

Lack of FDV support
1

Other
1
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Limited promotion opportunities were the 
most prevalent form of discrimination reported 
by the non-binary and other participants 
followed by biased hiring practices, being 
excluded from decision-making, and receiving 
less support from managers.  

When support was sought, the outcomes 
were consistently poor. One participant from 
construction reported that, after escalating a 
threat of violence, their manager described 
the perpetrator as ‘a great guy’ and told 
them to either accept working alongside him 
or leave the role.  

Another participant in transport was advised 
to seek psychological therapy after reporting 
discrimination, and no structural action was 
taken. A further participant said that reporting 
casual sexist remarks in smaller group settings 
felt futile, as there were no dedicated diversity 
representatives at their depot. 

Participants also reported experiencing 
sexual harassment or gender-based violence 
in the workplace. Two of these reports 
were particularly severe, involving physical 

intimidation, explicit sexual messages, and 
sustained harassment over a number of 
years. In both cases, institutional responses 
were inadequate: the perpetrators remained 
in their roles, while the complainants bore 
the consequences. 

In conclusion, two thirds of non-binary 
participants reported experiencing or 
observing structural inequities. When 
participants sought support, outcomes were 
almost universally inadequate. Complainants 
were frequently penalised while perpetrators 
were retained, or no action appeared to be 
taken. In terms of flexibility, most participants 
reported only having access to shift swapping. 

Non-binary participants reported a strong 
need for flexibility to be reconceptualised to 
include mental health leave, identity-related 
leave, and reduced working weeks. The most 
selected priorities were not incremental 
policy adjustments but fundamental shifts  
in workplace culture, accountability, and  
pay equity.

Next Steps and 
Recommendations

This report provides a comprehensive analysis 
of our survey data, interview and focus group 
sessions. Based on this analysis and the 
relevant literature on gender equality issues in 
men-dominated industries, we have built on 
the recommendations provided in our Insights 
Report – The barriers are not made of steel.

As identified in the Insights Report, gender 
equality is not just a women’s issue, it is 
an issue that affects everyone. With these 
recommendations we want to shift the 
focus from disadvantage to build and 
deliver provisions that provide for equitable 
outcomes for all workers including the ability 
for women to participate more readily in the 
identified industries.   

Recommendation 1:  
Flexibility by design

We recommend a clear industry commitment 
to normalise flexibility through a range of 
work patterns and arrangements.  

This can be achieved through rostering 
systems with built-in flexibility for all 
workers, expanded access to flexible work 
arrangements, and the introduction of work 
options, such as job share and predictable 
roster design.

Flexibility is too often treated as an exception 
rather than a standard feature of work design. 
Women continue to face barriers when 
requesting flexible arrangements, and rigid 
work patterns make it harder for workers with 
caring responsibilities to enter the industries 
or remain and progress in their roles.

Embedding flexibility in ordinary workplace 
systems will improve retention, reduce 
backlash against those who use flexible 
arrangements, and help create more inclusive 
industries for workers at all stages of life.
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Recommendation 2:  
Positive duty compliance

We recommend employers do more to meet 
their positive duty obligations under the Sex 
Discrimination Act which requires employers 
to take proactive steps to prevent workplace 
sex discrimination, harassment and gendered 
violence. This includes undertaking a gender 
impact assessment of all policies and 
procedures relating to staffing issues. 

This can be done by ensuring all workers 
complete safe and respectful workplaces 
training that embeds bystander skills and 
clear behavioural expectations across 
all levels of the workforce, while also 
encouraging employers to use teachable 
moments to address lower-level harmful 
behaviour before it escalates.

Safe and respectful workplace training 
should be supported by clear, accessible and 
consistently enforced policies and procedures, 
so workers know what standards apply, how 
concerns can be raised, and what consequences 
follow when standards are breached.

Gendered violence should be integrated 
into Work, Health and Safety risk assessment 
processes, so prevention is built into 
workplace systems rather than treated as a 
standalone issue. A positive duty approach 
must be practical, visible and ongoing. 

Gender inequality is a major risk factor 
for sexual harassment, especially in men-
dominated industries. Employers have a duty 
of care to eradicate this risk.

Recommendation 3:  
Provide for dignity at work

We recommend minimum standards for 
safe, clean and accessible amenities and 
time allocated to address issues relating to 
reproductive health.

This can be achieved by providing secure 
toilets specific for women and gender 
diverse workers, including sanitary products, 
privacy, and proper maintenance at fixed 
work locations and appropriate toilet facilities 
for workers in mobile workplaces, whether 
through portable facilities on site or in vehicles, 
or identified public toilets. Where public 
toilets are required for use, risk assessments 
must be conducted and appropriate toilets 
identified and communicated with workers.  
There should also be appropriate hygienic and 
private spaces provided for breast feeding 
mothers to express and store breast milk.

Dignity can also be preserved by introducing 
10 days paid reproductive health leave in 
line with the It’s for Everybody campaign so 
workers can manage reproductive health 
needs in private without penalty or stigma. 
Dignity at work requires workplaces to 
recognise and respond to workers’ basic 
bodily needs. Our research shows that many 
women still encounter inadequate amenities 
and a workplace culture that minimises 
or misunderstands reproductive health. 
Workplace infrastructure must support dignity 
in practice.

Recommendation 4:  
Meaningful support for  
the pregnancy journey

We recommend improved entitlements and 
rights relating to pregnancy so workers can 
remain in their role rather than being pushed 
into less secure or less valued work. 

This can be achieved through paid parental 
leave before 12 months of service for both 
parents, policy that supports women to remain 
in their role as long as safely possible during 
pregnancy, reasonable adjustments during and 
after pregnancy, access to suitable amenities, 
clear return-to-work processes, and workplace 
planning that anticipates pregnancy-related 
needs instead of treating them as disruptions. 
These measures will help workers remain 
connected to their occupation and support 
long-term retention. When men share in 
parental leave, women often return to work 
more quickly, lessening the pay gap over time.

Workers should not have to leave their 
role, face reduced training or promotion 
opportunities, or exit the industry because 
workplace systems are built around an ideal 
worker with no pregnancy-related needs 
or caring responsibilities. A meaningful 
approach to pregnancy support recognises 
that attracting and retaining workers requires 
more than leave alone; it requires thoughtful, 
practical and rights-based support across the 
whole journey.

Recommendation 5:  
Union encouragement

We recommend active union encouragement 
in workplaces, including cultures that respect 
freedom of association, visible support 
for worker representation, and practical 
measures that make it easier for workers to 
connect with their union and participate in 
collective processes.

This can be achieved through involving 
union representatives in induction processes, 
implementing union encouragement clauses, 
and supporting union delegates to carry out 
their roles effectively.

Our research points to the importance 
of collective voice in challenging unsafe, 
unequal and exclusionary workplace 
practices. Workers are better placed to 
achieve change when they are supported to 
organise, speak up and bargain collectively. 
Survey findings show that non-union women 
were more likely to report experiencing 
sexual harassment or gender-based violence 
at work (54%) than union women (36%). 

Stronger union presence can help sustain 
momentum on gender equality, safety, 
dignity and job quality across these industries.  
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Recommendation 6:  
Develop real leadership 
pathways from the floor up

We recommend a real examination of how 
women are provided opportunity and 
mentored through entry into the industry 
all the way through to leadership roles, 
with an interim focus on equal access to 
development opportunities and ensuring 
women’s perspectives are considered at 
leadership levels.

This can be achieved through further research 
into the leadership development models 
currently used in these industries to identify 
what works and what does not, and inform the 
design of new models designed to increase 
women in more senior roles.

In the meantime, industry should 
comprehensively review their policies to ensure 
transparent leadership and training pathways. 
This will help workers understand how 
opportunities are allocated, what is required for 
progression, and provide oversight to ensure 
fair application across the workforce.

Industry should also include Women’s 
Advocates on all worksites. This will ensure 
women’s perspectives are considered and 
provide a gendered lens in decision-making as 
well as a trusted person women can come to. 

Our research shows that discrimination 
comes in forms of denying opportunities 
and participants have said more women in 
leadership would make a significant difference.  
To rely on informal sponsorship alone or access 
to the ‘right’ networks to move into leadership 
will never change these barriers. A clearer 
understanding of how workers currently 
progress, and where women are being filtered 
out, is essential to building pathways that are 
fair, visible and inclusive.

While we are building a pipeline of women 
into leadership roles, there still remains 
exclusion of women in decision making 
and their voices more generally.  Women’s 
advocates play a crucial role in closing this 
gap by supporting others, surfacing barriers, 
representing women through workforce 
consultation and bargaining, and helping build 
leadership cultures that are accountable and 
inclusive. Creating real leadership pathways 
from the floor up will strengthen retention, 
capability and representation across men-
dominated industries.
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Collective bargaining agreements

Collective bargaining agreements are 
written agreements negotiated between an 
employer (or employers) and employees, 
often represented by a union or bargaining 
representatives, that set terms and conditions 
of employment for a group of employees. 
(Fair Work Ombudsman)

Flexible work arrangements

A flexible work arrangement is an agreement 
between an employer and an employee to 
change the standard working arrangement 
to better accommodate an employee’s 
commitments outside work, including changes 
to hours, patterns or location of work. (WGEA)

Gender-based discrimination

Gender-based discrimination is unfair or less 
favourable treatment of a person because 
of sex, gender identity, sexual orientation, 
intersex status, pregnancy, breastfeeding, 
family responsibilities or another protected 
sex- or gender-related attribute. (Australian 
Human Rights Commission)

Gender inequality

The unequal distribution of power, resources, 
opportunity, and value afforded to men 
and women in a society due to prevailing 
gendered norms and structures. (Our Watch)

Gender equality indicators

Gender equality indicators are the measures 
employers report against to assess progress on 
workplace gender equality, including matters 
such as workforce composition, governing 
bodies, equal remuneration, flexible work and 
family support, consultation, and sex-based 
harassment and discrimination. (WGEA)

Gender Pay Gap

The Gender Pay Gap is a measure of how we 
value the contribution of men and women 
in the workforce. It measures the difference 
between the average or median pay of women 
and men across organisations, industries and 
the workforce as a whole. (WGEA)

*It should be noted that there are different 
approaches to measuring the gender pay gap. 
For example, WGEA, OECD, the Public Sector 
Commission and the International Labor 
Organisation (ILO) all calculate it differently. 

Gender segregation

Workplace gender segregation occurs 
when the gender representation in 
occupations (e.g. nurses and mechanics), 
industries (e.g. mining and healthcare), or 
occupational hierarchies (e.g. CEO and 
entry level positions) does not align with the 
overall gender balance of the workforce. 
Horizontal gender segregation refers to the 
under representation of women in certain 
occupations or industries; vertical gender 
segregation refers to the imbalance between 
women and men in leadership categories. 
(WEOSOG, 2024)

Gendered violence

Gendered violence refers to violence that 
is rooted in gender inequality and unequal 
power relations, and is disproportionately 
experienced by women and girls. (Our Watch)

HILDA

The Household, Income and Labour Dynamics 
in Australia Survey is a household-based 
longitudinal survey which began in 2021 
and is collected and published annually by 
the Melbourne Institute in conjunction with 
the Department of Social Services. HILDA 
comprises a sample of over 9,500 households 
and over 23,000 individuals, with interviews 
conducted annually with all adult members of 
each household followed over time to enable 
longitudinal analysis. (HILDA User Manual)

Intersectionality

Intersectionality explains how different 
aspects of a person’s identity and experience 
can overlap to create compounding forms of 
disadvantage or discrimination. (Australian 
Public Service Commission; WGEA)

Job sharing

A full-time role is divided into multiple job roles 
to be undertaken by two or more employees 
who are paid on a pro-rate basis for the part of 
the job each completes. (WGEA)

Men-dominated or women-
dominated

WGEA classifies industries where 60% 
or more employees are men as ‘men-
dominated’. Industries where 60% or more 
employees are women are classified as 
‘women-dominated’. Gender-balanced 
industries have between 40% and 60% men 
and women employees. (WGEA)

Patriarchal gender norms

Patriarchal gender norms are socially 
embedded beliefs and expectations that 
position men and masculinity as more 
powerful, authoritative or valuable than 
women and femininity, shaping unequal roles, 
behaviours and opportunities. (Our Watch)
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Positive duty

Positive duty is the legal obligation under 
the Sex Discrimination Act 1984 (Cth) on 
employers and businesses to take reasonable 
and proportionate measures to eliminate, 
as far as possible, sex discrimination, sexual 
harassment, sex-based harassment, hostile 
workplace environments on the ground of 
sex, and related victimisation. (Australian 
Human Rights Commission)

Protected attribute

The protected attributes under the Fair 
Work Act 2009 are race, colour, sex, 
sexual orientation, age, physical or mental 
disability, marital status, family or carer’s 
responsibilities, pregnancy, religion, political 
opinion, national extraction, social origin, 
breastfeeding, gender identity, intersex 
status, and experiencing family and domestic 
violence. (Fair Work Ombudsman)

Psychosocial hazard

A psychosocial hazard is a hazard that arises 
from or relates to the design or management 
of work, a work environment, or workplace 
interactions or behaviours, and that may 
cause psychological harm to a worker.  
(Safe Work Australia)

Reproductive Health Leave

Reproductive health leave refers to a workplace 
entitlement that provides workers with several 
paid days specifically allocated to treat and 
manage reproductive health conditions or 
procedures. These include intense menstrual 
pain, endometriosis, vasectomies and 
hysterectomies, intense menopause and 
perimenopause symptoms, in-vitro fertilisation 
(IVF), miscarriages and terminations. ( Bankwest 
Curtin Economics Centre)

Sexual harassment

Under the Sex Discrimination Act 1984 
(Cth), sexual harassment is any unwelcome 
sexual advance, unwelcome request 
for sexual favours, or other unwelcome 
conduct of a sexual nature in relation to the 
person harassed in circumstances where a 
reasonable person, having regard to all the 
circumstances, would have anticipated the 
possibility that the person harassed would 
be offended, humiliated or intimidated. (Sex 
Discrimination Act 1984 (Cth); Australian 
Human Rights Commission)

Australian Bureau of Statistics. (2026). 
Labour Force, Australia, March 2026. 
https://www.abs.gov.au/statistics/labour/
employment-and-unemployment/labour-
force-australia/latest-release

Australian Unions. (2025). ITS FOR EVERY 
BODY – We’re fighting to win reproductive 
health leave for all Australians! https://
itsforeverybody.au/

Baimyrzaeva, M. (2018). Beginners’ Guide 
for Applied Research Process: What Is It, and 
Why and How to Do It? University of Central 
Asia, Graduate School of Development, 
(Occasional paper #4).

Birch, E., & Preston, A. (2024). Public–private 
sector wage gaps in Australia: Extent, 
trends and gender. Journal of Industrial 
Relations, 00221856241300717. https://doi.
org/10.1177/00221856241300717

Bohnet, I. (2016). What Works: Gender 
Equality by Design. Harvard University 
Press. https://www.hup.harvard.edu/
books/9780674986565

Braun, V., Clarke, V., Boulton, E., Davey, L., 
& McEvoy, C. (2021). The Online Survey As 
A Qualitative Research Tool. International 
Journal of Social Research Methodology, 
24(6), 641–654. https://doi.org/10.1080/1364
5579.2020.1805550

Caretta, M. A., & Vacchelli, E. (2015). Re-
Thinking the Boundaries of the Focus 
Group: A Reflexive Analysis on the Use 
and Legitimacy of Group Methodologies in 
Qualitative Research. Sociological Research 
Online, 20(4). https://journals.sagepub.com/
doi/abs/10.5153/sro.3812

Department of Prime Minister and Cabinet. 
(2024). National Strategy to Achieve Gender 
Equality discussion paper. Australian 
Government. https://genderequality.gov.au/
sites/default/files/2024-02/national-strategy-
gender-equality-discussion-paper_0.pdf

Duncan, A., Bankwest Curtin Economics 
Centre, Hailmariam, A., Salazar, S., & 
Sotirakopoulos, P. (2025). The Costs and 
Benefits of Implementing a Universal 
Reproductive Health Leave Entitlement 
in Australia. https://bcec.edu.au/
assets/2025/04/BCEC-Paid-Reproductive-
Health-Leave-Report-20250408.pdf

Electrical Trades Union. (2018). Nowhere to 
Go: Barriers to participation resulting from 
inadequate workplace amenities for women 
in male dominated occupational industries. 
https://www.etunational.asn.au/wp-content/
uploads/2022/03/2108_ETU-Women_
Nowhere-to-Go_Report_Draft02_WEB.pdf

Esterberg, K. G. (2002). Qualitative methods 
in social research. McGraw-Hill.

References



Beyond the Boys’ Club
66 67

Everyone’s Business: Fourth National Survey 
on Sexual Harassment. (n.d.). Australian 
Human Rights Commission (AHRC). Retrieved 
https://humanrights.gov.au/our-work/
sex-discrimination/publications/everyones-
business-fourth-national-survey-sexual

Finance Sector Union. (2024). Breaking 
taboos. https://www.fsunion.org.au/Hub/
Content/Campaigns/Breaking-taboos.aspx

Gender Equality Scorecard |  Key Results 
From the Workplace Gender Equality 
Agency’s Employer Census 2023–24. (2025). 
Workplace Gender Equality Agency (WGEA). 
https://www.wgea.gov.au/publications/
australias-gender-equality-scorecard

Hutchinson, S. A., Wilson, M. E., & Wilson, H. 
S. (1994). Benefits of Participating in Research 
Interviews. Image: The Journal of Nursing 
Scholarship, 26(2), 161–166. https://doi.
org/10.1111/j.1547-5069.1994.tb00937.x

Issues Related to Menopause and 
Perimenopause: Submission by the Australian 
Council of Trade Unions to the Senate 
Community Affairs References Committee 
on Issues Related to Menopause and 
Perimenopause. (2024). Australian Council of 
Trade Unions (ACTU). https://www.actu.org.
au/wp-content/uploads/2024/07/D36-ACTU-
submission-to-Senate-Inquiry-re-issues-related-
to-menopause-and-perimenopause.pdf

Jobs and Skills Australia. (2025). New 
Perspectives on Old Problems: Gendered 
Jobs, Work and Pay. https://www.
jobsandskills.gov.au/publications/new-
perspectives-old-problems-gendered-jobs-
work-and-pay

KPMG, Diversity Council Australia, & 
Workplace Gender Equality Agency. (2026). 
She’s Price(d)less: The Economics of the 
Gender Pay Gap. https://www.dca.org.
au/wp-content/uploads/2026/01/Shes-
PricedLess-2025.pdf

Labour Force, Australia, May 2025 | Australian 
Bureau of Statistics. (n.d.). Retrieved June 24, 
2025, from https://www.abs.gov.au/statistics/
labour/employment-and-unemployment/
labour-force-australia/may-2025

Risse, L. (2024). Target Setting for Gender 
Equality: A Review of the Literature. 
Workplace Gender Equality Agency (WGEA). 
https://www.wgea.gov.au/sites/default/
files/documents/Target-Setting-for-Gender-
Equality_A-Review-of-the-Literature-Dr_
Leonora_Risse_March-2024.pdf

Roy, K., Smith, D. G., & Johnson, W. B. 
(2020). Gender Equity Is Not Zero Sum. 
Harvard Business Review. https://hbr.
org/2020/12/gender-equity-is-not-zero-sum

RTBU. (2025). It’s A Bloody Mess: A report 
on women transport workers’ access to 
toilet and sanitary facilities. https://assets.
nationbuilder.com/rtbu/pages/2400/
attachments/original/1763930243/RTBU_
Its_a_Bloody_Mess_Report_Nov_2025.
pdf?1763930243

Rubin, A. T. (2021). Rocking Qualitative Social 
Science: An Irreverent Guide to Rigorous 
Research. Stanford University Press. https://
doi.org/10.1515/9781503628243

Status of Women Report Card 2026. 
(2026). Australian Government. https://
genderequality.gov.au/status-women-report-
cards/2026-report-card

The Mental Awareness, Respect and Safety 
(MARS) Program Landmark Study: Insights 
from the Worker Survey and Interviews. 
(2023). Government of Western Australia. 
https://www.transformativeworkdesign.com/
mars-landmark-study

WGEA Review Report: Review of the 
Workplace Gender Equality Act 2012. (2021). 
Commonwealth of Australia. https://www.
pmc.gov.au/sites/default/files/resource/
download/wgea-review-report_1.pdf

Wilkins, R., Botha, F., Laß, I., & Peyton, K. 
(2024). The Household, Income and Labour 
Dynamics in Australia Survey: Selected 
Findings from Waves 1 to 22. https://
melbourneinstitute.unimelb.edu.au/__data/
assets/pdf_file/0003/5229912/2024-HILDA-
Statistical-Report.pdf

Women’s Economic Outcomes Senior Officials 
Working Group. (2024a). Workforce Gender 
Segregation in Australia. https://www.wa.gov.
au/government/publications/workforce-
gender-segregation-australia

Women’s Economic Outcomes Senior Officials 
Working Group. (2024b). Workforce Gender 
Segregation in Australia. Background Paper: 
Key Findings from the Expert Consultations 
held in June and July 2023. Department of 
the Treasury. https://www.wa.gov.au/system/
files/2024-04/workforce-gender-segregation-
findings-from-the-expert-consultations.pdf

Working for Women: A Strategy for Gender 
Equality. (2024). Commonwealth of Australia. 
https://genderequality.gov.au/sites/default/
files/2024-03/working-for-women-a-strategy-
for-gender-equality.pdf

Zaharia, M., Grundey, D., & Stancu, A. (2008). 
Qualitative Research Methods: A Comparison 
Between Focus-Group and In-Depth 
Interview. Analele Universităţii Din Oradea. 
Ştiinţe Economice, 17(4), 1279. https://www.
researchgate.net/publication/46533517_
QUALITATIVE_RESEARCH_METHODS_A_
COMPARISON_BETWEEN_FOCUS-GROUP_
AND_IN-DEPTH_INTERVIEW



	 (08) 6313 6000
	 admin@unionswa.com.au
	 genderequality@unionswa.com.au
	 4/445 Hay St, Perth WA 6000
	 PO Box Z5380, St Georges Tce,  
	 Perth WA 6831
	 unionswa.com.au


