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Foreword

Gender should not determine a person's opportunities or
outcomes at work. Yet gender inequality at work persists,
costing Australian workers, organisations and the national
economy. It can be measured, and it can be changed.

In 2026 the Gender Equality @ Work Index score is 84
- 16 points from equality. Stubborn gaps in hours, safety
and labour market segmentation persist.

The Gender Equality @ Work Index,
developed by the Australian Centre

for Gender Equality and Inclusion

at Work at the University of Sydney,
offers a comprehensive, national, and
longitudinal snapshot of gender equality
at work. It provides insights for the

community, policymakers, and employers

on Australia’s progress and highlights
areas requiring urgent action to address
the root causes of inequality.

Beyond measuring gaps, the index provides insights for the
community, policymakers, and employers on Australia’s
progress, highlighting areas requiring urgent action to
address the root causes of gender inequality at work.

Women and men in Australia experience different
opportunities and rewards from work. Despite having
higher levels of Bachelor-level education than men,
women have a lower participation rate, work fewer hours,
are employed in lower-paid jobs, experience greater
insecurity and are less safe at work.

Gender equality at work is key to
economic prosperity and productivity.

National and international research shows that labour
market equality and gender balance in workplace
leadership delivers stronger productivity and innovation
(Deloitte Access Economics 2022; diTomaso et al 2007);
increases labour supply (Duncan et al 2024; Jobs and Skills
Australia 2025); and lowers turnover in organisations by
supporting retention and market value (Holmes et al 2021;
WGEA & BCEC 2020).

The Australian Centre
for Gender Equality
and Inclusion at Work

Professor Rae Cooper AO
Centre Director

Professor of Gender, Work and
Employment Relations

Professor Elizabeth Hill
Centre Deputy Director

Professor in Political Economy

The Australian Centre for Gender
Equality and Inclusion at Work, at
The University of Sydney is Australia’s
leading research centre on women's
workforce participation, careers and
the intersection of work and care.

Advised by a panel of Australia’s
industry leaders, the Centre delivers
research informed insights into

the drivers of gender inequality at
work and develops evidence-based
strategies for governments and
industry to foster gender-equal
workplaces for all Australians.
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GE@W Index

measures the current state of gender equality
at work in Australia and tracks change over time.

The Index assesses the gender gap across seven key
dimensions of workplace gender equality, using at least
two measures for each dimension. These dimensions are
informed by academic evidence on the drivers of labour
market outcomes for Australian women and men.

Each measure is calculated by comparing the outcomes
of women and men and is expressed as either a parity
ratio or a dissimilarity measure that show how close
women and men are to equality.

The Index and each dimension are expressed as a value
between 0 and 100 where 100 indicates equality between
women and men. The lower the score, the further
Australia is from gender equality at work.

Explore the data

The Index is constructed using measures derived
from large-scale, publicly available and nationally
representative data that are collected regularly.
Data used in this report is from 2014-2025.

The Index provides governments, businesses,
unions and the community with a reliable annual
measure of how Australia is progressing on
gender equality at work and change over time.

It serves as a diagnostic tool to identify areas
where gender equality is stalled and highlights
where additional action and investment could
drive improvements.

See Appendix for details.

Partner with us

We are developing the GE@W
Index to track outcomes

for states and territories,
industry, workforce groups and
organisations. Internationally,
we plan to develop a global
GE@W Index in collaboration
with multilateral organisations,
governments and research
institutions. This will enable
comparison of gender equality at
work across countries.

As we develop and expand the
Index, we invite collaboration,
investment and partnership to
help inform and drive progress
toward gender equality at work.



Dimensions of measurement
in the Gender Equality

@ Work Index

Participation

Labour force participation
Employment underutilisation

Pay

Hourly earnings
Weekly earnings

Hours

Working hours
Domestic work hours
Parental leave

Security

Casual employment
Wage growth

Segmentation

Employment across industries
Employment across occupations

Stratification

:b)@o@@gg@@'

Representation in lower paid jobs
Employment in senior and executive roles
Working in jobs below skill level

Safety

=

Sexual harassment at work
Workplace injury




The Gender Equality @ Work Index:

Shapshot

Participation Pay
Women participate in the Hourly pay is close to
workforce at lower rates than equality while weekly
men and are more likely to be pay shows a larger
looking for work or wanting gender gap
more hours
Hours 92 Security 92 Segmentation
Women do the most Women are more likely Men and women are
domestic work, take to work in insecure concentrated in different
the majority of parental casual roles industries and occupations

leave and work fewer
hours than men

79 95 68

Stratification Safety
Women are working Women are more likely
below their skill level and to experience sexual
are less likely to be in harassment at work

leadership roles

86 76
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Average over all dimensions Distance to equality is 16 points



Index results

Gender equality at work has improved by 3.6 points since 2014, driven by gains across
most dimensions but held back by rising inequality in safety at work and stagnation in the
concentration of women and men in different industries and occupations.

Gender Equality @ Work Index 2014-2025
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Australian women and men do not enjoy equal
outcomes from work. The Index score of 84
shows Australia is 16 points from achieving gender
equality at work.

Women and men are closer to equality in areas like
Participation, Pay, and Security.

Important inequalities remain in Segregation,
Stratification, Hours, and Safety.

- Women perform most of the unpaid care work,
limiting their opportunities for participation and
advancement in the labour market.
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Women and men are concentrated in different
jobs and industries. Women dominate low-

paid occupations like nursing, teaching and

early childhood education and care, while men
dominate the higher paid occupations like
engineering, construction and investment banking.

Career opportunities and progression remain
unequal, with men more likely than women to be
managers or CEOs.

Women continue to face higher risks of
workplace sexual harassment than men.




Dimension 1 Participation

Consistent improvements in women'’s labour force participation and underutilisation
rates are narrowing the gap between men and women’s economic opportunities.

Gender Equality @ Work Index - Dimension 1 Participation
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Note: measured as F/M ratio of labour force participation, M/F underutilisation ratio.

Source: ABS Labour Force Survey

Since 2014 gender equality in participation has
improved by 4 points reaching a score of 92 in
2025. This is still 8 points below equality.

In 2014, just 58.6% of women participated in
the labour force compared to 70.9% of men.
By 2025 the participation rate for women had
increased to an historic high of 63.5% with
participation for men remaining flat at 71.0%.
While participation rates between men and

women have converged over the past decade or
so, women continue to participate in paid work
at 7.5 percentage points below men. This limits
the economic potential and security of women.

Underutilisation has declined for women
more than for men over the past ten years (4
percentage points compared to 2 percentage
points), seeing the gap between men and
women narrow.



Dimension 2 Pay

Women continue to face significant inequality in total remuneration received from work.

Gender Equality @ Work Index - Dimension 2 Pay
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Note: measured as F/M ratio of hourly earnings, F/M ratio of weekly earnings

Source: ABS Characteristics of Employment

Since 2014 gender equality in pay has improved
by 4 points with a score of 92. This is 8 points
from equality between women and men in pay
outcomes.

The gender pay gap is an essential measure

of gender inequality at work and is reported
annually by the Australian Bureau of Statistics
and Workplace Gender Equality Agency (WGEA)

in different forms. The GE@W Index reports pay
inequality as a reflection of outcomes in hourly and
weekly earnings. In 2014, women earned an average
of $30.80 per hour worked, compared with $33.00
for men. In 2025, the gender gap in hourly earnings
remained stable with women earning an average

of $49.50 per hour, compared with $51.90 for men.
Weekly earnings reveal larger inequalities reflecting
the number of hours worked and working patterns.



Dimension 3 Hours

Inequalities persist in the total hours men and women work due to women doing most
of the unpaid care work and taking more parental leave.

Gender Equality @ Work Index - Dimension 3 Hours
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Note: measured as F/M ratio of working hours, M/F ratio of unpaid domestic work hours, M/F ratio of parental leave take-up

Source: ABS Education and Work, Census, WGEA

Since 2014, gender equality in working hours
has improved by 6 points to reach a score of 79
in 2025. This is 21 points from equality.

Equality in working hours has increased mainly

due to an increase in the average number of hours
worked by women since 2014 (up from 30.9 hours per
week in 2014 to 31.9 hours in 2025) and a decrease in
the number of hours worked by men (40.2 hours in
2014 to 38.4 in 2025).

Equality in unpaid domestic hours is improving
due to an increase in men’s average contribution

from approximately 6.6 hours to 6.9 hours per

week and a decrease in women’s contribution from
approximately 12.5 to 11.9 hours between 2016 and
2021. And even as men are increasing their take up of
parental leave, uptake remains low and a major cause
of gender inequality at home & in the workplace, with
lasting effects on careers.

Persistent differences in unpaid work shapes
opportunities in the paid labour force. Without a
more equal distribution of unpaid care and domestic
work it will be difficult to address workforce
inequalities in hours, segregation and stratification.



Dimension 4 Security

Women are more likely to be in lower paid casual jobs, increasing their economic insecurity.

Gender Equality @ Work Index - Dimension 4 Security
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Note: measured as M/F ratio of casual contracts, F/M ratio of wage growth
Source: ABS Characteristics of Employment, ABS Average Weekly Earnings
Since 2014, gender equality in economic and development opportunities, and restricted
security has improved 4 points to 95. labour market rights. Less secure, lower-paid
This is 5 points below equality. casual work is a major contributor to the
gender pay gap and productivity loss.
Women are more likely than men to be Long-term engagement in casual work also
employed in casual jobs with limited access makes it difficult to build secure retirement
to leave entitlements such as sick leave and income. Income stability is however relatively
carers leave, reduced investment in learning similar for men and women.
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Dimension 5 Segmentation

Men and women are concentrated in different industries and occupations.

Gender Equality @ Work Index - Dimension 5 Segmentation
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Note: measured as Inverse dissimilarity across ANZSIC groups, Inverse dissimilarity across ANZSCO groups

Source: ABS Labour Force

Since 2014, gender equality in labour market
segmentation has improved by 4 points to a low
score of 68. This is 32 points below equality.

Different educational pathways, limited access to
high-quality flexible work, poor retention of women
in male-dominated jobs, alongside pervasive
gendered social norms and expectations drive
segregation in occupations and industries.

More than eight in ten technicians and trades
people are men, and seven in ten people
working in community service jobs are women.
Similar patterns exist across industries

with men making up almost 90% of the
construction workforce and three-quarters of
all workers in health care and social assistance
being women.



Dimension 6 Stratification

Employment insecurity and a heavy unpaid domestic and care load make it difficult
for women to progress to high paying, high responsibility roles.

Gender Equality @ Work Index - Dimension 6 Stratification
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Executives, General Managers and Legislators), M/F ratio of working below skill level

Source: ABS Characteristics of Employment, ABS Labour Force

Since 2014, gender equality in labour market
stratification has improved by 6 points to a
score of 86.

Australia’s economic potential and productivity
are being constrained by workforce stratification,
including inequality between men and women in
career progression, board representation, and
income.

Inequality is exacerbated as women move up the
career ladder. Despite rapid improvement there

are three times as many men CEO as women CEOs.

Even when women reach CEO positions, they earn
approximately $185,335 lower than men per year
(WGEA 2025).

Women are more likely than men to be working

in jobs below their skill level: for every 10 women
working below their skills level there are 9 men. This
reflects a significant inequality and productivity loss.

Inequality also exists in low-paid jobs, with men
slightly more likely than women to earn below 60%
of median earnings - the relative poverty line
(Eurostat, n.d.).

H 11
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Dimension 7 Safety

The workplace is unsafe for women who face higher rates of sexual harassment at work,

and for men who face higher rates of injury.

Gender Equality @ Work Index - Dimension 7 Safety

130

o~
rd ~*~~

- ~——.

-7 -

120 __.-=7 Ss<
110
100

90

80

70

Index Score or Parity Ratio

60

50

40

30

2014 2015 2016 2017 2018 2019 2020

Seeoe-. Injury Frequency

S D7. Safety @

SH at Work

2022 2023 2024 2025

Note: measured as M/F ratio of sexual harassment at work, M/F ratio of injury claims at work

Source: ABS Personal Safety Survey, SafeWork Australia

Gender equality in safety at work has a score
of 76, down 3 points from 2014 and a long way
from equality.

Men and women face different types of risks
at work. Men experience greater rates of
injury and women report much higher rates
of sexual harassment at work than men. In
2022, 41% of women compared with 26% of
men reported experiencing workplace sexual
harassment in the preceding five years.
Workplace sexual harassment was estimated

to have cost the Australian economy
$3.8 billion in 2018 (AHRC 2022).

The Sex Discrimination Act 1984 made
workplace sexual harassment (WSH) unlawful,
and in 2022, the Government introduced a
‘positive duty’ requiring employers to take
proactive action to prevent it. WSH laws, which
have protected workers for decades, remain
vital for safe and equitable workplaces. These
measures demonstrate Australia’s commitment
to fairness and safety at work.



Appendix

Data selection principles

The measures and indicators we have used to build
each of the seven Index dimensions have been selected
according to the following guiding principles:

1. For each dimension, we choose measures that:

i. are specific to the dimension (i.e., with the least
overlap with other measures).

ii. illustrate the dimension (i.e., does not explain
the dimension and is not a consequence of the
dimension).

ii. are applicable to the labour market as a whole
(i.e., the measure is measurable anywhere in the
labour market and is not specific to one given
industry or occupation).

2. For each measure, we then develop indicators that:

i. reflect a gap between men and women as a
standalone measure (e.g. share of women in a
pool of workers comprised of men and women).

ii. provide us with a value that can be used to create
the synthetic dimension value (i.e., continuous
variable and not categorical).

[ 13



Measures, Metrics and Data Sources

Labour force participation Female to male labour force ABS Labour Force
participation ratio
Participation

Underutilisation Male to female underutilisation ABS Labour Force
ratio
Hourly earnings Female to male hourly ABS Characteristics of
earnings ratio Employment
Pay
Weekly earnings Female to male weekly ABS Characteristics of
earnings ratio Employment
Working hours Female to male working hours ABS Education and Work
ratio
Domestic work hours Male to female unpaid domestic Census
Hours .
work hours ratio
Take-up of parental leave Male to female take-up of WGEA (Workplace Gender
parental leave ratio Equality Agency)
Employment on casual contracts Male to female casual contracts ABS Characteristics of
. ratio (ABS definition of casual Employment
Security work; no paid leave entitlements)
Wage growth Female to male wage change ratio ABS Average Weekly Earnings
Industry of employment Inverse dissimilarity index across  ABS Labour Force
ANZSIC groups
Segmentation
Occupation of employment Inverse dissimilarity index across  ABS Labour Force
ANZSCO groups
Income stratification Male to female ratio of workers ABS Characteristics of
earning below 60% of median Employment

hourly earnings

Employment in senior and Female to male ratio of ANZSCO  ABS Labour Force
executive roles 11 (Chief Executives, General

Stratification Managers and Legislators)

Working in jobs below skill level ~ Male to female ratio of work below ABS Labour Force
skill level associated with highest
educational attainment (ANZSCO
Skill Levels 1-5)

Experience of sexual Male to female sexual harassment ABS Personal Safety Survey
harassment at work incidence at work ratio

Safety
Workplace injury Male to female workplace injury SafeWork Australia

incidence rate parity ratio

14 -



Index explainer

What is an Index?
Why have you used it?

An index is a composite numerical value that simplifies complex information,
making it easier to understand or compare differences. Indexes are useful for
measuring changes over time or disparities between groups in a concise and
standardised way.

How should I interpret the Index?

In this report, an Index score of 100 indicates complete equality between men
and women in a specific dimension. We provide an overall Index score for
Australia’s gender equality at work, and scores for each dimension.

What is a parity ratio?

A parity ratio compares two values to determine their relative equality or
inequality. In this context, it measures how close men and women are to
achieving equality across different dimensions.

Why do you change the way parity
ratios are expressed? i.e. male to
female or female to male?

The way parity ratios are expressed is standardised for consistency. All parity
ratios are presented such that scores below 100 indicate women are less equal
than men.

What is a dissimilarity ratio?

A dissimilarity ratio quantifies the degree of difference or inequality between two
groups. It highlights disparities in distribution between men and women.

Why have you used a mix of parity
ratios and dissimilarity measures?

The selected measures capture various dimensions of gender inequality. Parity
ratios indicate how close men and women are to equality in areas such as pay or
workforce participation. Dissimilarity indices highlight differences in how men
and women are distributed across categories, such as industries or occupations,
shedding light on segregation. Combined, these measures offer a comprehensive
view of gender inequality.

Why have you not included other
measures of gender inequality?

This Index focuses specifically on gender equality in the workplace. The selection
of the seven dimensions of GE@W are informed by systematic reviews of gender
equality and job quality indicators. Only dimensions supported by robust,
reliable, and longitudinal data are included to ensure accuracy and comparability.

Have you weighted the different
components of the Index equally?

Each dimension is calculated as an equally weighted average of its indicators, and
the overall Index is the equally weighted average of the seven dimensions. We
tested alternative weighting schemes through simulations, and the results show
that different weightings would not substantially change the findings.

Why have you included measures
that do not have a 10-year
historical series/annual data?

Some measures are included despite limited historical data due to their critical
importance in understanding women's experiences at work. These measures are
expected to have more comprehensive data available in the future.

Why are the pay gap results
different to WGEA?

The WGEA gender pay gap reporting is based on data from private organisations
with over 100 employees, covering approximately one-third of the labour market
and (until recently) excluding the highly feminised public sector in the period of
2014-2024. In contrast, the GE@W:s Index uses data that covers the whole labour
market, looking at both hourly wages and weekly earnings (the latter inclusive of
salary, bonuses, shift and other allowances, but not overtime payments).

Why have you not included other
demographic characteristics in
the Index?

This Index focuses on gender equality at work as a first step, offering detailed
insights into inequality in the workplace. While other characteristics like cultural
background, disability, and age are important, expanding to an intersectional
approach requires more robust data to provide better insights for stakeholders.
Future work will build on this foundation to explore these intersections.

Did the underlying data and
results change since the last index
report was published in 20252

Since the 2025 Index report we have made two updates to the underlying data
used to calculate the Index. First, we have harmonised the way financial-year
data are aligned across variables, where reporting periods differed. Second, we
have incorporated newly available waves of data covering the previously reported
period for the calculation of parental leave take-up. These updates ensure
greater consistency across the data used in the Index. They may result in small
changes to some previously reported values, but they do not reflect a change in
the underlying methodology of the Index.

[ 15



Methodology

Each variable is measured using Parity Ratios or Dissimilarity Measures

16

A parity ratio measures the gap between two groups (e.g., men and women).

Measurement group1
Measurement group2

Parity ratio =

In our index, the interpretation of parity ratios is as follows:
- |If the Parity ratio = 1, there is equality between men and women.
- |If the Parity ratio > 1, there is disparity in favour of women.

- |If the Parity ratio < 1, there is disparity in favour of men.

E.g. in terms of the labour force participation parity in 2025, a ratio of 0.89 means women
participate at 89% of the rate of men.

A dissimilarity measure compares the distribution of men and women across categories
(e.g. industries or occupations). In our index, we use the inverse of Duncan’s dissimilarity
measure.

m; fi

o o o o . 1 N
Dissimilarity measure =1 — 5 Zizl‘ﬁi -5

- If the Dissimilarity measure = 1, there is perfect similarity.

- If the Dissimilarity measure = 0, there is perfect dissimilarity.

E.g. an inverse dissimilarity score of 0.69 across ANZSIC groups in 2025 indicates
significant gender segregation, with 31% of men or women needing to switch industries
for equal distribution.

Index value computation:

- Variables are transformed into distances to equality using algebraic
adjustments to ensure consistent scaling and equal weighting.

- An equally weighted average is calculated within each dimension.

- Thefinal index is the equally weighted average of all dimension scores.
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