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1. [bookmark: _Toc63257286][bookmark: _Toc63265747]Introduction
As Victoria’s Public Sector Gender Equality Commissioner (Commissioner), I welcome the opportunity to provide a submission to the New South Wales Government Women’s Economic Opportunities Review.
This Review is an important opportunity to improve women’s economic security and promote and embed gender equality in workplaces. This submission recommends proposed reforms, in my view, that will further promote economic equity and gender equality outcomes.
These views and recommendations are based on my experience in implementing and operationalising Victoria’s Gender Equality Act 2020, as well as my previous experience serving as the South Australian Commissioner for Equal Opportunity and administering the South Australian Equal Opportunity Act 1984. 
2.  Background
2.1. Victoria’s Gender Equality Act
Victoria’s Gender Equality Act (Act), which came into effect on 31 March 2021, is the first of its kind in Australia and is recognised globally as leading workplace gender equality legislation. The Act requires over 300 Victorian public sector organisations, universities and local councils with 50 or more employees ('defined entities') to take positive action to improve gender equality outcomes. Under the Act, defined entities are required to:
Develop and implement Gender Equality Action Plans (GEAPs) every four years, which must include the results of a comprehensive workplace gender audit on the current state of gender equality in the organisation, and strategies for achieving workplace gender equality.
Publicly report on GEAPs every two years to demonstrate progress made in improving workplace gender equality.
Consider and promote gender equality across policies, programs and service delivery, by undertaking gender impact assessments.
In addition to these core obligations, the Act allows for issues of systemic gender equality to be referred to the Public Sector Gender Equality Commissioner for dispute resolution, where an enterprise agreement or workplace determination expressly includes a provision referring a dispute about a systemic gender equality issue to the Commissioner.
The Act sets out 7 gender equality indicators that represent the key areas where workplace gender inequality persists – and where progress towards gender equality must be demonstrated. The workplace gender equality indicators are:
gender pay equity
gender composition at all levels of the workforce
gender composition of governing bodies
workplace sexual harassment
recruitment and promotion
gendered work segregation
leave and flexibility
The Act is also the first of its kind to legislate intersectionality, requiring defined entities to consider how gender inequality may be compounded by other forms of disadvantage and account for this when developing strategies for improvement. 
The Act does not explicitly define gender. ‘Gender’ is defined in policy so that it can be readily updated based on contemporary research, inclusive language and case law. The Act uses non-binary language throughout, and the definitions and gender equality principles are sufficiently broad to ensure the Act is inclusive of all Victorians, including trans and gender diverse people.
Achieving gender equality and economic equity benefits all people in our community regardless of gender, therefore, I encourage the NSW Government to ensure inclusive language is used where possible in the development of any reforms.
2.2. Inquiry into economic equity for Victorian Women  
In July 2021 the Victorian government announced the establishment of an independent Inquiry into Economic Equity for Victorian Women (the Inquiry) to address long-standing systemic inequality and find solutions for problems such as unequal pay and workplace barriers to women‘s success.[footnoteRef:2]  [2:  Victorian Government, Department of Treasury and Finance, Inquiry into Economic Equity For Victorian Women, 2021, https://www.dtf.vic.gov.au/genderinquiry.] 

The Inquiry considered the extent, nature and magnitude of workplace and economic inequity for women in Victoria, and ways to address it. It also looked at ways to address the economic impacts of the coronavirus pandemic for women.
The Panel delivered their final report to the Victorian Treasurer and the Minister for Women in January 2022 with the findings and recommendations to be considered for the Victorian Budget 2022/23. 
The Victorian Government is currently considering its response to the Inquiry report.
3. Importance of improving women’s economic security 
Women are underpaid, under-represented and undervalued in public life. Compared with men, women are paid less, take on more unpaid caregiving responsibilities, are less able to fulfill their potential in the paid workforce and in senior leadership positions, and face higher rates of gendered violence at work and in the community. Many women experience intersecting and compounding forms of disadvantage and inequality, based on, for example, race, disability, age, sexuality or indigeneity. 
3.1. Barriers to women’s economic participation  
Australian women and men do not participate in the labour market as equals, and employment and economic outcomes remain unequal and highly gendered. There are a number of barriers to women’s economic participation identified by the Review, including unequal distribution of caring responsibilities and the impact that parenthood has on one’s career. Other key barriers for the Review to consider that are addressed throughout this submission include:
Harmful gender norms and stereotypes severely limit women’s potential.
Women’s contributions are systemically undervalued in the home, workplace and community.
Many workplaces, particularly male-dominated, are hostile and inhospitable environments for women.
3.2. Benefits equal workforce participation  
Key economic benefits associated with increased women’s workforce participation include:
Closing Australia’s gender workforce participation gap would boost GDP by around 11 per cent, and by 20 per cent if the productivity gap were addressed.[footnoteRef:3] Flow on benefits include reduced government spending on social services. [3:  Goldman Sachs ‘Australia’s Hidden Resources: The Economic Case for Increasing Female Participation’, ASX website, 26 November 2009.] 

Cost savings associated with a reduction of family violence and other forms of violence against women and girls. Domestic and family violence alone costs the NSW economy an estimated $4.5 billion per year.[footnoteRef:4] [4:   Department of Communities and Justice, NSW Government, The effects of domestic and family violence, 2019, https://www.facs.nsw.gov.au/domestic-violence/about/effects-of-dv.] 

Capacity to address areas of workforce shortage by attracting women into traditionally male-dominated industries such as mining or trades (and men into female dominated industries, such as nursing).
Increased efficiency, productivity, innovation, creativity and improved employee engagement.[footnoteRef:5] [footnoteRef:6] [5:  Nous Group and the Victorian Government (2018) Flexible work, good for business? Modelling the bottom line impact of flexible work for the Office of Prevention and Women’s Equality (OPWE).]  [6:  KPMG, Diversity Council of Australia and WGEA, (2019) She’s Price(d)less: The Economics of the Gender Pay Gap https://home.kpmg/content/dam/kpmg/au/pdf/2019/gender-pay-gap-economics-full-report-2019.pdf.] 

4. Opportunities for reform 
4.1. Improving women’s economic security throughout their lifetime  
4.1.1. Promoting gender equality, transparency and reporting of gender inequalities 
Women’s economic equity cannot exist without gender equality. To meaningfully address gender inequality, efforts must target the key drivers of inequality such as the gender pay gap, gendered workplace segregation and under-representation in leadership roles, lack of workplace flexibility and sexual harassment as outlined in in workplace gender equality indicators at section 2.1. Legislating a positive duty to progress workplace gender equality is a key driver toward meaningful change that the NSW Government should utilise.  
Recommendation 1:  Develop and implement a new Gender Equality Act in NSW that legislates a positive duty to take action to achieve gender equality and requires an intersectional approach, similar to Victoria’s Gender Equality Act 2020.
Gender impact assessments (GIAs) are one of the most powerful tools available under the Act to improve gender equality in the broader Victorian community. GIAs require collecting and considering gender-disaggregated data about the community’s different needs, assess the effects that the policy, program or service may have on people of different genders, and explain how the policy, program or service may be adapted to better support people in the community of all genders and promote gender equality. Establishing a policy that requires a GIA for all new NSW Government policies, programs and services is a short-term reform that can be implemented ahead of establishing new gender equality legislation in NSW.
Recommendation 2: Require gender impact assessments on all NSW Government policies, programs and services.  
4.1.2. Using NSW Government purchasing power to promote gender equality
Procurement is increasingly being used by governments and the private sector to achieve gender equality.[footnoteRef:7] Evidence suggests that gender-ethical procurement outcomes, such as increased supplier diversity and greater engagement of women suppliers, can deliver clear benefits for both business and the community.[footnoteRef:8]  [7:  Chatham House, the Royal Institute of International Affairs, Gender-smart Procurement: Policies for Driving Change, December 2017, https://www.chathamhouse.org/sites/default/files/publications/research/Gender-smart%20Procurement%20-%2020.12.2017.pdf.]  [8:  H Solomon-Orlick, The Dividends of supplier diversity, The Wall Street Journal 2019, https://www.wsj.com/articles/SB115611527732140564.] 

In 2018, Victoria introduced the Social Procurement Framework (SPF), which aims to ‘leverage maximum value from the Victorian Government’s significant buying power’.[footnoteRef:9] Women’s equality and safety is one of the SPF objectives that includes two outcomes: gender equality within Victorian Government suppliers and adoption of family violence leave by Victorian Government suppliers. [9:  Victorian Government, Victorian Social Procurement Framework, 2018, https://www.buyingfor.vic.gov.au/sites/default/files/2018-08/Victorias-Social-Procurement-Framework.PDF.] 

In comparison, NSW procurement policy framework and objectives are silent on gender equality.[footnoteRef:10] NSW should utilise a key government lever and amend their procurement framework to include objectives that relate to gender equality, similar to Victoria. [10:  NSW Government, Buy NSW Economic development, social outcomes and sustainability, https://buy.nsw.gov.au/buyer-guidance/get-started/procurement-objectives/economic-development-social-outcomes-and-sustainability.] 

 Recommendation 3: Amend the NSW Government procurement policy framework to include objectives that relate to gender equality.  
4.1.3. Removing systemic drivers of the pay gap for parents 
Not allowing primary caregivers, who are currently mostly women, to continue to be paid superannuation entitlements and to accrue long service leave and salary increments while on parental leave is contributing to the gender pay gap. 
Women or primary caregivers who take parental leave and return to work part-time are subject to a ‘double penalty effect’. Not only do they miss out on superannuation contributions while on parental leave, if they return to work in a part-time capacity, they then accumulate lower superannuation associated with part-time work: this leads to women losing benefits they may have otherwise had if they had not taken parental leave or returned to work part time.
Despite women’s increasing participation in the workforce over generations, there is now a well-documented superannuation gender gap, with women retiring with between 22 and 35 per cent less super than men.[footnoteRef:11] Further, 23 per cent of women retire with no superannuation at all, and 44 per cent of women rely on their partner’s income as the main source of funds for their retirement.[footnoteRef:12] [footnoteRef:13] The child-bearing years are when the super gap really opens for women with children. [11:  KPMG (2021) ‘Towards a more equal sharing of work’, https://assets.kpmg/content/dam/kpmg/au/pdf/2021/towards-a-more-equal-sharing-of-work-parental-equality.pdf  ]  [12:  Women’s Agenda (2020) ‘Retirement income review missed opportunity to close the gender super gap’, https://womensagenda.com.au/latest/retirement-income-review-missed-opportunity-to-close-the-gender-super-gap/.  ]  [13:  Women in Super (no date) ‘The Facts about Women and Super’ https://www.womeninsuper.com.au/content/the-facts-about-women-and-super/gjumzs.  ] 

For mothers with more than one child, not receiving superannuation contributions has a significant cumulative impact. Simulations show that 5 to 6 years of labour market absence to raise children creates a 17 to 25 per cent drop in final superannuation balance.[footnoteRef:14] [14:  Warner, R 2014, Retirement Savings Gap as at 30 June 2014, https://ricewarner.com/wp-content/uploads/2015/12/Retirement-Savings-Gap-as-at-30-June-2014.pdf.  ] 

As a result of these factors, women are more likely to face financial insecurity and poverty in retirement than men. This is particularly the case for single older women. Women around retirement age are the fastest growing group of people experiencing homelessness.[footnoteRef:15] This is likely to be compounded by the negative impact of the pandemic widening the gender pay gap due to majority-women industries being worst hit by job losses, and women often being in casualised work. Of course, as the pay gap widens so does the gender super gap. [15:  Monash University (2018) ‘The Future Face of Poverty is Female’, https://www.australiansuper.com/campaigns/future-face-of-poverty.  ] 

Recommendation 4: For all NSW public sector employees, ensure superannuation continues to be paid and long service leave, and salary increments continue to accrue whilst on parental leave.
4.2. Supporting women to enter, re-enter and stay in the workforce
4.2.1. Supporting parents and carers 
Research suggests that raising children leads to a 17 per cent reduction in lifetime earnings for Australian women.[footnoteRef:16] Ensuring parental leave is available and flexible for both parents, allows women to participate more in paid work and therefore reduce the gender pay gap.[footnoteRef:17] [16:  Diversity Council Australia, The motherhood penalty: Why mothers face the widest gender pay gap, 1 September 2014.]  [17:  WGEA, Towards gender balanced parental leave Australian and international trends, https://www.wgea.gov.au/publications/towards-gender-balanced-parental-leave.] 

The division of labour within NSW families, reinforces outdated gender roles of mothers as caregivers and fathers as breadwinners, limiting the choices families make around the sharing of unpaid caring responsibilities. Research demonstrates that parents are not happy with the gendered split in caring and paid work and fathers wants to take a more active role in parenting.[footnoteRef:18]  [18:  Hill, Elizabeth et al. (October 2019), Journal of Sociology, ‘Young women and men: Imagined futures of work and family formation in Australia’.  ] 

Fathers and secondary care givers are more likely to use leave where there are incentives to do so. Nordic countries that have implemented dedicated parental leave for fathers have seen a significant increase in uptake from men. Iceland and Norway have a three-part leave system. In Iceland, there are 13 weeks allotted to the father, 13 weeks to the mother, and 13 weeks to share. In Norway, there are 15 weeks for each parent and 16 to share. In 1993, Norway became the first country to introduce dedicated leave for fathers, and the number of men who took parental leave has increased substantially from 4 per cent to 70 per cent. When Iceland introduced its three-part system in 2002, the number of fathers who took parental leave increased in just a few years from less than 1 per cent to 80 per cent.[footnoteRef:19]  [19:  Nordic Council of Minister (2019). State of Nordic Fathers. https://norden.diva-portal.org/smash/get/diva2:1367228/FULLTEXT01.pdf.  ] 

The Victorian Public Service provides more generous parental leave arrangements that NSW.[footnoteRef:20] However, I recommend there is more the NSW Government can do and parental leave arrangements should reflect top performing OECD countries.  [20:  Victorian Public Service Enterprise Agreement 2020, https://www.dtf.vic.gov.au/funds-programs-and-policies/victorian-public-service-enterprise-agreement-2020.] 

Recommendation 5:  Establish a best practice approach of paid parental leave to supporting parents and carers in the NSW public service by providing:
· 16 weeks of paid parental leave to primary care givers
· 6 weeks of paid parental leave to secondary care givers
· an additional 4 weeks of paid parental leave for primary and secondary care givers to share
· providing pre-natal and pre-adoption leave
Equal parental leave entitlements should also be provided to all family types, similar to the Victorian Public Service, for long-term foster parents, permanent carers and grandparents.










4.2.2. Embedding flexible work
Australian women are three time more likely to be working part-time than men, primarily because of their higher unpaid caring load.[footnoteRef:21] On average women do nearly twice as much unpaid work as men.[footnoteRef:22] The recently published results of the Household, Income and Labour Dynamics (HILDA) Survey 2021 found housework is the largest form of unpaid work, averaging roughly 10 hours per week, followed by caring for one’s own children.[footnoteRef:23]   [21:  WGEA, Removing the motherhood penalty, Australian Government, May 2018.]  [22:  The Household, Income and Labour Dynamics in Australia Survey 2021, The Household, Income and Labour Dynamics in Australia Survey 2021, HILDA-Statistical-Report-2021.pdf (unimelb.edu.au) (HILDA Survey 2021)]  [23:  HLDA Survey 2021, https://melbourneinstitute.unimelb.edu.au/__data/assets/pdf_file/0009/3963249/HILDA-Statistical-Report-2021.pdf.] 

Additionally, more than 12 per cent of Australian women and 9 per cent of men care for an elderly person or a person with a disability, usually a family member. In 2018, seven in 10 primary carers were women.[footnoteRef:24] [footnoteRef:25] [24:  Australian Bureau of Statistics, Disability Ageing and Carers, Australia: Summary Findings, October 2019. ]  [25:  Department of Health and Human Services, Recognising and supporting Victoria’s carers Victorian carer strategy 2018-22, State of Victoria, June 2018.] 

Carers need flexibility in the hours and ways that they work because they may need to respond to urgent or changing care needs. Flexible, part-time and remote work can help women manage competing demands of work and family life. However, these working arrangements also need to be offered to men.[footnoteRef:26] [26:  L Ruppanner and J Meekes, Flexible work arrangements help women, but only if they are also offered to men, The Conversation, 8 March 2021.] 

Recommendation 6:  The NSW Government should model best practice to part-time, flexible and remote work. 
4.3. Creating opportunities and conditions for women to succeed in the workforce
4.3.1. Making workplaces safe, respectful and free from discrimination 
Workplace sexual harassment, gendered violence and discrimination significantly impacts a person’s ability to participate in the workplace over the long term, compromising economic security and safety. The Australian Human Rights Commission (AHRC) found in 2018 that one in three workers in Australia have experience workplace sexual harassment in the last five years.[footnoteRef:27] The AHRC 2020 Report Respect@Work: National Inquiry into Sexual Harassment in Australian Workplaces (the Respect@Work Report) established that women a significantly more likely to experience workplace sexual harassment, and this is compounded for particularly cohorts including LGBTIQ+ workers, young workers, Indigenous and Torres Strait Islander workers, workers with a disability, culturally and linguistically diverse workers, migrant  workers and workers in insecure work, and therefore an intersectional lens is required to address key drivers. [27:  AHRC, Everyone’s Business: Fourth National Survey on Sexual Harassment in Australian Workplaces, 2018.] 

The Respect@Work Report made 55 recommendations a combination of which were directed toward Commonwealth, state and territory Governments. The Commonwealth Government has only implemented 6 of the 13 recommendations and continued cooperation and advocacy from state and territory governments is required to ensure all 55 recommendations are implemented from the report and supported by long term investment.[footnoteRef:28]  [28:  Attorney-General’s Department, Australian Government, Respect@Work – consultation on remaining legislative recommendations, https://consultations.ag.gov.au/rights-and-protections/respect-at-work/.] 

The Respect@Work Report recognised that gender inequality is a key driver of violence against women, and recommended all Australian Government’s have strategies for the prevention of violence against women that are based on Change the Story. Victoria has recently launched the Free from Violence: Second Action Plan 2022 – 2022.[footnoteRef:29] [29:  Victorian Government, Free From Violence: Second Action Plan 2022-2025, https://www.bing.com/search?q=Free+from+Violence+Strategy+second+action+plan&qs=n&form=QBRE&msbsrank=1_1__0&sp=-1&pq=free+from+violence+strategy+second+action+pl&sc=1-44&sk=&cvid=55EF36E6AB384766A95D8E4C8FB48F9C.] 

Recommendation 7: Continue to implement and advocate to the Commonwealth to implement, the recommendation in the Respect@Work Report 2020. 
Particularly, the NSW Government should prioritise the implementation of recommendations 5 and 6 and develop gender equality and prevention of violence against women strategies.
4.3.2. Increasing women’s leadership, promotion and influence   
Women are often underrepresented in leadership roles, and overrepresented in lower-level roles. This contributes to the gender pay gap and means that organisations may be missing out on the expertise and skills of women at senior levels.
Evidence shows where women are present in leadership and decision making, workplaces are safer, more profitable, and more productive.[footnoteRef:30] [footnoteRef:31] [footnoteRef:32] Diversity in characteristics other than gender has similarly been found to improve economic outcomes – organisations with women leaders from diverse cultural backgrounds reported higher employee satisfaction, reduced turnover and enhanced performance and innovation.[footnoteRef:33] [30:  S Y Au, A Tremblay and L You, Does Board Gender Diversity Reduce Workplace Sexual Harassment?, SSRN website, 2021.]  [31:  WGEA, Women in Leadership: The business case, 2021.]  [32:  WGEA, Gender Equitable Recruitment and Promotion, August 2019.]  [33:  C Hanion, K Dadswell and E Flowers, A Guide for Action: To encourage women from culturally diverse backgrounds as leaders in sport, Victoria University, 2021.] 

Key barriers affecting women’s advancement include the challenges of balancing work and care responsibilities, a lack of flexibility in senior positions, unsafe and unwelcoming workplace cultures, and entrenched gender norms based on gender stereotypes.  
Gender bias and gender stereotypes can influence recruitment, promotion and career progression practices. This means that women may not have access to the same career opportunities as men. Other forms of disadvantage and discrimination can also have an impact, limiting career opportunities for women from different backgrounds, such as women with disability or older women. 
Approaches for removing unconscious bias and include:[footnoteRef:34] [34:  I Bohnet, What Works: Gender Equality By Design, Harvard University Press, 2016; F Gino and K Coffman, Unconscious Bias Training That Works: Harvard Business Review, October 2021.] 

blind recruitment approaches that strip age, gender, educational and socioeconomic background to focus on talent
avoiding gendered and exclusive language in recruitment and promotional material
representation of both women and men interview panels
using structured interviews with clear scoring criteria 
basing promotions on objectively measured performance without value attributed to self-evaluations
using unconscious bias training across all levels of leadership.
Recommendation 8:  Address systemic barriers to women’s leadership and opportunities for promotion across the NSW public sector by de-biasing recruitment and promotion processes.
Setting targets to increase the representative of women in leadership and on boards has been successful both internationally and domestically. A legislated 40 per cent target for women on large public sector boards in France resulted in 45 per cent of board positions being held by women in 2020. Other OECD countries have also implemented similar targets, but not all of these have been legislated.[footnoteRef:35] [35:  R Cassells and A Duncan, Gender equity insights 2021: Making it a priority, Bankwest Curtin Economics Centre, Curtin University, 2021.] 

A common feature of successful targets is that they are time-bound and have transparent monitoring and reporting in place.[footnoteRef:36] [36:  J Cermak, R Howard, J Jeeves, and N Ubaldi, Women in leadership: Lessons from Australian companies leading the way, McKinsey & Company, January 2018.] 

The Victorian Government has two main targets in place to address women’s representation in leadership: a target of 50 per cent women in local government by 2025 and an ongoing commitment to equal representative of women on public boards. Since the Women on Boards Commitment was introduced by the Victorian Government in 2015, the aggregate proportion of women on boards covered under the commitment has increased from 38 to 56 per cent. 
Recommendation 9:  Increase the visibility and recognition of women as leaders and role models in NSW, by setting targets for women on public sector boards, and encourage the private sector to follow.
4.3.3. Addressing gender segregation and inequities by occupation and industry   
The gender pay gap is driven by several factors, including the unequal distribution of unpaid care work, higher rates of pay in male-dominated industries, and gender discrimination. 
Women make up a higher proportion of certain occupations and industries, while men are more represented in others. This gendered segregation is driven by gendered norms and stereotypes about what work is appropriate for men and women, as well as structural factors including access to flexible working arrangements. Gendered workforce segregation reinforces gender inequality and widens the pay gap, as the average pay is lower in industries and occupations dominated by women.
Gender norms established at school can direct young people into sectors that adhere to these norms, for example, leading women into the caring professions. 
To ensure women have the skills and training to take up decent work opportunities across their working lives, the NSW Government must identify and address existing structural inequalities in the Vocational Education and Training (VET) system.
Our Watch’s Respect and Equality TAFE guide is a useful resource that the NSW Government should utilise.[footnoteRef:37] [37:  Our Watch, Respect and Equality in TAFE: Building a TAFE environment that promotes gender equality and respect (national guide), 2021.] 
Recommendation 10:  Improve outcomes for women through the NSW TAFE system:
· appoint a gender equality advisor to develop a whole-of-system gender equality strategy 
· implement Our Watch’s Respect and Equality in TAFE approach.

The National Skills Commissioner noted that 131, 000 new jobs will be required in professional, scientific, and technical services over the next five years.[footnoteRef:38] Women are severely under-represented in these key emerging sectors.[footnoteRef:39] In 2018, women only accounted for 21 per cent of all STEMM enrolments in Australian and in 2018 women made up of 29 per cent of employees in the ICT industries.[footnoteRef:40] [footnoteRef:41] [38:  The Hon. Gayle Tierney (Minister for Training and Skills, Minister for Higher Education), Building Rewarding Trades Careers for Women, 1 October 2021.]  [39:  A M Dockery and S Bawa, Labour Market Implications of Promoting Women’s Participation in STEM in Australia, Australian Journal of Labour Economics, 2018, 21(2).]  [40:  Department of Industry, Science, Energy and Resources, Advancing Women in STEM strategy: 2020 Action Plan, Australian Government, 2020.]  [41:  Deloitte Access Economics, Australian’s digital pulse 2019: booming today, but how can we sustain digital workforce growth? 2019.] 

Targeted strategies and investment are needed to encourage women to enrol in these sectors and incentivise businesses to attract, retain and invest in women employees. Removing financial barriers to education and training is an effect way to encourage women to upskill and transition into emerging sectors.
Industry buy-in to these strategies is critical and can be best achieved through developing and implementing strategies in close consultation with peak industry bodies and unions and other employee representatives. See Victoria’s Women in Construction Strategy for an example of an industry specific strategy in a male dominated industry.



Recommendation 11: Increase the number of women working in non-traditional sectors by developing industry strategies to attract, recruit and retain women, such as: 
· free courses and scholarship incentives; and
· tailored pre-employment support programs for women from diverse communities and social groups that support their transition into well-matched jobs.






4.2.4. Recognising the value of care and community work   
Due to gender norms, jobs in majority-women industries, such as the care and community sector, are lower paid and less secure than similarly skilled jobs in majority-men industries, such as construction.[footnoteRef:42]   [42:  ABS, Labour Force Australia, September 2021.] 

Despite having the highest representation of women, the health and care and community services industries have the third highest gender pay gap of all industries at 21 per cent.[footnoteRef:43] This indicates that women are concentrated in lower-level positions and are working fewer hours compared with male peers. [43:  WGEA, Australia’s Gender Pay Gap Statistics, 2021.] 

The National Skills Commission’s modelling predicts that national employment growth to 2025 is expected to be dominated by health care and social assistance (up by 11.6 per cent) followed by education and training (up 7.9 per cent). In contract, jobs in mining, construction, manufacturing, and agriculture are expected to decline.[footnoteRef:44]  [44:  National Skills Commission, The shape of Australia’s post COVID-19 workforce, Australian Government National Skills Commission, 2021.] 

The NSW Government plays an active role as a funder for the care and community sector and should ensure adequate pay and job security.  
Recommendation 12: Improve the financial security in the care and community sector where NSW Government is the primary funder.




Systemic revaluation of care and community work requires reform to the way wages are assessed by the Fair Work Commission and requires state and territory government advocacy.
Recommendation 13: Advocate to the Australian Government for a review and evaluation of the Fair Work system that develops processes to address the undervaluation of work in majority-women sectors. 
4.4. Supporting female entrepreneurs to start and run their own business   
Women business owners and entrepreneurs have been significantly affected by the impacts of COVID-19. Working from home, many women-owned businesses who were ineligible for support from the Australian Government were forced to bring their business online to generate income while also managing childcare, home-schooling and domestic responsibilities. 
Encouragingly, research suggests many women who lost their jobs due to the COVID-19 pandemic launched their own business or entrepreneurial activity, with a 15.2 per cent rise in the last 12 months of microbusiness registrations in Australia.[footnoteRef:45] The recently launched Alice Anderson Fund in Victoria is a useful example of how to support women-led start-ups.[footnoteRef:46] [45:  ABS, Counts of Australian Businesses, including Entries and Exits, August 2021.]  [46:  Launch Vic, The Alice Anderson Fund, https://launchvic.org/general/angel-sidecar.] 

The Wade Institute in its ‘Women and Entrepreneurship’ report found that currently in Australia:
· 34 per cent of companies are run by women, compared to 66 per cent run by men
· in 20 years, the number of women led businesses has increased by only three per cent
· only 29.4 per cent of funded companies have at least one woman co-founder
· four of 10 of the top venture capital firms have women partners.[footnoteRef:47] [47:  Wade Institute, The Women and Entrepreneurship Report, 2019.] 

Recommendation 14: Support women-owned businesses and women entrepreneurs to start-up or scale-up by investing in capacity-building and pre-accelerator programs. 


Indigenous businesses are disproportionally small to medium enterprises, which may make them more likely to be affected by a long COVID-19 pandemic recession.[footnoteRef:48] Holistic business supports should focus on building networks, reaching out to Indigenous women entrepreneurs as well as grants programs for setting up online.  [48:  Y Dinku, B Hunter, F Markham, How might COVID-19 affect the Indigenous labour market?, Australian Journal of Labour Economics, 20020, 23(2).] 

Recommendation 15: Invest in co-designed, holistic support programs for Indigenous women entrepreneurs. 



5. Summary of recommendations
1. Develop and implement a new Gender Equality Act in NSW that legislates a positive duty to take action to achieve gender equality and requires an intersectional approach, similar to Victoria’s Gender Equality Act 2020.
2. Require gender impact assessments on all NSW Government policies, programs and services.  
3. Amend the NSW Government procurement policy framework to include objectives that relate to gender equality.  
4. For all NSW public sector employees, ensure superannuation continues to be paid and long service leave, and salary increments continue to accrue whilst on parental leave.
5. Establish a best practice approach of paid parental leave to supporting parents and carers in the NSW public service by providing:
· 16 weeks of paid parental leave to primary care givers
· 6 weeks of paid parental leave to secondary care givers
· an additional 4 weeks of paid parental leave for primary and secondary care givers to share
· providing pre-natal and pre-adoption leave.
Equal parental leave entitlements should also be provided to all family types, similar to the Victorian Public Service, for long-term foster parents, permanent carers and grandparents.
6. The NSW Government should model best practice to part-time, flexible and remote work. 
7. Continue to implement and advocate to the Commonwealth to implement, the recommendation in the Respect@Work Report 2020. 
Particularly, the NSW Government should prioritise the implementation of recommendations 5 and 6 and develop gender equality and prevention of violence against women strategies.
8. Address systemic barriers to women’s leadership and opportunities for promotion across the NSW public sector by de-biasing recruitment and promotion processes.
9. Increase the visibility and recognition of women as leaders and role models in NSW, by setting targets for women on public sector boards, and encourage the private sector to follow.
10. Improve outcomes for women through the NSW TAFE system:
· appoint a gender equality advisor to develop a whole-of-system gender equality strategy 
· implement Our Watch’s Respect and Equality in TAFE approach
11. Increase the number of women working in non-traditional sectors by developing industry strategies to attract, recruit and retain women, such as: 
· free courses and scholarship incentives; and
· tailored pre-employment support programs for women from diverse communities and social groups that support their transition into well-matched jobs.
12. Improve the financial security in the care and community sector where NSW Government is the primary funder.
13. Advocate to the Australian Government for a review and evaluation of the Fair Work system that develops processes to address the undervaluation of work in majority-women sectors. 
14. Support women-owned businesses and women entrepreneurs to start-up or scale-up by investing in capacity-building and pre-accelerator programs. 
15. Invest in co-designed, holistic support programs for Indigenous women entrepreneurs. 
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