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Dear colleagues

Three and a half years ago, 12 CEOs agreed to seed-fund the work being done by CEOs for

Gender Equity. In that time we have grown our membership to represent over 300,000

employees, of which just over half are women, by working with 45 CEOs. And it shows. Now, 40%

of the managers that we employ across our membership are women. Yes, we still have some way

to go.

Our vision is to boost women's workforce participation, lift productivity and increase economic

growth by sustainably improving gender equity in jobs and pay enterprises throughout Western

Australia. In pursuit of our vision, we are inviting more CEOs from the private, public and not-for-

profit sector to help us.

CEOs for Gender Equity has successfully shifted the conversation from 'fixing women' to fixing

organisations in WA.

In achieving this, we ask our CEOs vis-a-vis their CEO Commitments to be courageous, candid

and creative so that we can also shift the conversation from fixing problems to assessing

potential impacts; from programs to inclusive practice; from intervention to prevention, in a way

that sustainably improves gender equity outcomes for men and women.

The contents of this report explore the application of a gender lens to the workplace by

discussing the following:

I am grateful for us all standing together to improve outcomes for women and men in WA, not

only because we have the highest gender pay gap in Australia (21%), but because we know we

can do better.

Tania Cecconi 

Executive Officer 
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Welcome



Leaders are most committed to transforming the issues around

women in leadership and violence against women

Most leaders acknowledged that the boys' club and

unconscious bias impacts the most people in the workplace.

Most leaders recognised that their workplace struggled most with

addressing the gender pay gap, the leaky pipeline and women in

leadership.

Most leaders believed that unconscious bias and violence against

women and girls impacts the most people nationally.

Unconscious bias and the boys' club were considered to impact the

most people in WA.

Most leaders acknowledged that the leaky pipeline and the boys'

club were two issues they knew the least about.

"Not enough care or commitment exists in Western Australia to 'turn

the dial' on gender equity" - a sentiment expressed on the day.

PAGE 8 OUT OF 10

ISSUES IDENTIFIED

#1

#4

#3

#2

#6

#5
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CEO Summit: What

we heard on the day
At our September 2019 CEO Summit,

CEOs were asked to commit to gender

mainstreaming. CEOs were asked to shift

the conversation from fixing problems to

assessing potential impacts; from

'programs' to inclusive practice; from

intervention to prevention in a way that

sustainably improves gender equity

outcomes for men and women. 

Research indicates that women request

promotions as often as men but are less

likely to receive them (click here for

article).

According to a recent KPMG report,

gender discrimination is the most

significant contributing factor to the pay

gap, accounting for almost two-fifths of

the gender pay gap (39%). This

demonstrates the predominant issues are

systemic, not overt. 

Understanding the drivers of the gender

pay gap is critical to designing

interventions to close the gap. 

GENDER MAINSTREAMING 

The process of assessing the

implications for women and men of

any planned action, including

legislation, policies or programs, in

any area and at all levels.  

It is critical to understand key terms to

find solutions. The gender pay gap is

the difference between women's and

men's average weekly full-time

equivalent earnings, expressed as a

percentage of men's earnings. 

Not only does it indicate where women

sit within the Australian economy, it also

tells us how women are accessing

higher paid and senior roles within the

workplace (click here for article).

  

What we heard on the day

# 1 "We don't have a gender pay
gap in our organisation. All of our
employees are paid the same for
the same work."

# 2 "Women lack confidence, they
need to lean in and ask for more."

# 3 "Women need to learn how to
explain gender equity better to
men."
Gender equity is not the responsibility of

women. It is not a women's issue, it is a

people issue. If there is to be change, CEOs

and business leaders have to champion it.

It is the the responsibility of the majority in

senior roles  (mostly men) to understand

the rationale for gender equity, why it is

good for business and to lead change. 

Relying on women or women's programs,

or 'affinity groups' that seek to empower

women to speak out can too often isolate

women from the majority (mostly men) with

real power and influence. While these

networks play an essential role, women

alone can not fix this issue. 

 

Pay gaps remain unseen until a gender

pay audit has been conducted. You

can't fix what you can't see.  

  

https://hbr.org/2018/06/research-women-ask-for-raises-as-often-as-men-but-are-less-likely-to-get-them
https://www.wgea.gov.au/newsroom/media-releases/equal-share-of-female-managers-on-the-horizon-but-next-century-for-ceos


Current research shows that gendered

stereotypes, historical pay gaps, sexism

and a lack of inclusive environments in

traditionally masculine roles and

industries are the reasons for the leaky

pipeline, and not lack of merit, talent,

ambition, confidence or women having

children.

Appointing more women to senior roles by

removing gender bias in workplaces'

hiring and promoting decisions will

reduce workplace gender pay gaps and

WA's in turn.
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CEO SUMMIT

A Case Study

Presuming that women are risk-averse and

prefer more fixed pay inevitably leads to

gaps and bias. Female-dominated

industries often demonstrate higher

gender pay gaps than male-dominated

industries.

While the average remuneration in female-

dominated organisations is lower than in

male-dominated organisations, female

managers working in male-dominated

organisations are more likely to earn

salaries closer to their male colleagues. 

  

# 5 "Women are attracted to lower
paid industries and positions."

The mining industry has made significant

progress in closing the gender pay gap

compared to other industries. 

'Gender Equity Insights 2018: Inside

Australia's Gender Pay Gap' research

shows that the resources sector's gender

pay gap is one of the lowest in Australia at

14.7%, compared to a 22.5% industry-wide

gap (click here for article).

Rather, the financial and insurance services

sector has the largest gender pay gap at

24.4% in 2019 (WGEA), despite the fact that

this sector is dominated by women.

Workplaces have the opportunity to

examine their practices to understand

how they are encouraging (or not

encouraging) gender equity and the

attraction, promotion and retention of

female employees. 

Unconscious bias can be met with

conscious action. Examine the system.

Learn more about the rate at which your

workplace attracts, retains or  promotes

women compared to men.

Why? Because it is smart for business to

have an inclusive, diverse and a gender

balanced workplace.

# 6 "Women having children
accounts for the leaky pipeline."

# 4 "The mining industry accounts
for the 21% gender pay gap in
WA."

https://bcec.edu.au/assets/BCEC-WGEA-Gender-Equity-Insights-2018-Report_WEB.pdf
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CEO DEEPDIVE

Implementing a recruitment management system that requires a gender lens, to review

and pause critical/ reoccurring decision-making during the employment process.

Assessing the value,  rather than the role, of the employee and then considering whether

the culture among employees is consistent with the values of the organisation.

Embedding domestic violence policies into the organisation 

Creating stronger commitments around targets 

Developing the relationship between corporate leadership and social responsibility

Expanding existing paid parental leave and superannuation entitlements to men and

women

Continuing to use data to detect unconscious bias in both the employment process and

succession planning for senior leaders

Asking women in the workplace why they are not accessing senior roles, to improve

retention rates and close the workplace gender pay gap

Maintaining education initiatives that debunk misconceptions about women at work

Minimising unconscious bias by destroying homogeneous workplaces- diverse groups

and initiatives provide a broader perspective

Focusing on women only - adopting an organisational approach to gender equity with

input from both men and women

Eliminating notions of merit that justify hiring and promoting that reinforce pay gaps

BIRTH - what needs to be created in their workplace?

Renewal - what needs to be further supported to accelerate impact?

Sustaining - what is working and needs support?

Creative Destruction - what needs to be destroyed?

CEOs and leaders on the day used a gender lens to devise the following action steps to assist

in progressing gender equity in their workplaces and in turn, Western Australia. 
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Leading the Transformation
In transforming workplaces to be the best that they can be, we have provided a four-

step model that highlights the role that you as contemporary and progressive leaders

can play to improve workplace  gender balance.

      Telling the Story1.

In making the transformation meaningful, people will go to extraordinary

lengths for causes they believe in, and a powerful transformation story will

create and reinforce their commitment as well as yours. 

 Telling the story

 Role-modelling

 Building a strong and committed top team

 Relentlessly pursuing impact

1.

2.

3.

4.

 How do you broadly share the reasons for driving gender balance and gender

equity and why does it matter to you and your workplace?

 How have you helped your employees stop, think and internalise your key

messages?

 How do you articulate your business case for gender balance?

 How do you articulate the benefits for your executive leadership team (ELT) and

ensure it's embedded in your organisational strategy, team culture and behaviours?

 How have you assigned resources, rewards and recognition to signal that gender

equity is an important priority, beyond affinity programs and diversity & inclusion

committees?

a.

b.

c.

d.

e.

Key Questions:



 Do you model the supporting values and behaviours of a gender inclusive

culture, calling out values and behaviours of top performers that are

inconsistent? Do you celebrate people and teams that demonstrate high

performance and strong cultural affinity?

 Do you work long hours expecting the same of others, viewing flexible work as

not do-able and too hard to accommodate, conveying it's not the right thing for

women nor men to work flexibly or part-time? Do you focus on inputs and

outputs to meet goals and objectives? Or do you support the achievement of

outcomes, providing agency to employees instead?

a) What's your role in creating a gender inclusive culture? 

i.

b) What's your role in promoting flexible workplaces? 

i.

c) How do you hold yourself and your ELT accountable for measuring and reporting

progress towards gender balance?

d) How do you hold your ELT accountable for cascading their committment to other

business units?
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2.       Role-modelling
Successful CEOs typically embark on their own personal transformation

journey. Their actions encourage employees to support and practise new

types of behaviour and desired mind-sets. 

Key Questions:



 Do you see achieving gender balance as a working mothers' issue and women's

responsibility? Do you engage mostly with working mothers and other women in

the discussion, viewing it as a matter mostly for compliance?

a) How do you accept the challenge to improve gender balance, take risks, accept

potential and real failures as lessons, viewing it as a long-term commitment?

b) How do you engage your leadership team on the topic to ensure they have clearly

understood what is expected of them on the journey?

c) How do you hold leaders and managers responsible and accountable for achieving

impact and outcomes in gender equity?

d) How do you expand the conversation and engage stakeholders, men and women,

internally and externally? 

i.

e) What are some of the successes? How do you spotlight these to show that you value

positive behaviours that serve as an example to other employees?
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To harness the transformative power of the top team, CEOs must make

tough decisions about who has the ability and motivation to make the

journey.  

Key Questions:

3.   Building a Strong and
Committed Top Team



Do you expand your view of what talent looks like, challenge your own bias, coach and

develop others that bring a diversity of thinking, decision-making and leadership to the

table, creating advocacy and discretionary effort among your ELT?

 Do you appreciate that pay parity is a driver of overall balance and equality, seek to

expand your thinking and learning especially around the myth of merit and

performance and how you sponsor women to the C-suite? 

a) What's your role in implementing gender equity, diversity and inclusion policies and

processes? 

b) What is your role in building a diverse talent pipeline?

i.

c) What's your role in achieving gender pay parity? 

i.
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4. Relentlessly Pursuing Impact 
There is no substitute for CEOs rolling up their sleeves and getting

personally involved when significant financial and symbolic value is at

stake. There are opportunities for CEOs to roll up their sleeves and to

intervene on issues that are important to gender equity.   

Key Questions:



CEO 

REFLECTIONS

Louise Giolitto (WACOSS)
'There needs to be more internal enquiry in the organisation particularly to women

in lower management roles as to why they have not applied for senior roles if
applicable. That level of enquiry will go beyond the statistical data and assist an

organisation understand their employees and their organisational barriers.'

Pat Donovan (WATER CORPORATION) 
Pat recognised the importance of career pathways for women in leadership. He is

seeking to explore how those pathways are created within his organisation. For him,
the Summit's discussion enabled him to talk about his family. That rapport and

connectivity with the community will ultimately lead to success for organisations.

Matt Woods (KPMG)
Matt listened to the stories shared by other CEOs and asked himself critical

questions such as 'What would I have done in that situation?' and 'Would I have done
that?'. This self reflection unveiled levels of conscious and unconscious bias. Matt

recognised the level of unconscious bias that was discussed in the public sector and
at a board level. This ability to self-reflect enables unconscious bias to be explored
and unveils other discriminatory practices that would otherwise go unnoticed, such

as age discrimination and its relationship with gender equity.

Debra Zanella (RUAH)
Similarly to Matt, Deborah reflected on her own unconscious bias. Debra

acknowledged the importance of diversity and relationships as tools to challenge
your own inherent bias. Debra also highlighted the importance of taking a pause
before comments and behaviour, as they have even greater impact from leaders.
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info@ceosforgenderequity.com.au
Level 47, 108 St George’s Tce, Perth, WA


