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KEY GENDER DIVERSITY STATISTICS - WGEA 

46.0% Women comprise nearly half of all employees in Australia 

9.4% Average graduate salaries for women are 9.4% less than for men 

20.1% of directors in the ASX200 are women January – July 2015 

15.5% (31) of ASX200 boards have no women at all 

33.5% One third of WGEA reporting organisations (11,759)  have no female key 
management personnel; only 17.3% have a female CEO 

66.6% Number of ASX500 companies with no female executives and only 2.4% have a 
female CEO 

42% of all women aged 25-29 have achieved a bachelor degree or above compared to 
30.6% of men in the same age bracket 

46.6% Average superannuation balances for women are 46.6% less than those for men 

17.9% 
 

Full-time average weekly ordinary earnings for women are 17.9% less than for 
men 
 



OUR SURVEYS 

1.   Gender Diversity – Why aren’t we getting it right? 

2.  The Advancement of Women in the Workplace – Gender 
diversity remains a business critical issue 

3.  Asking the right questions to move forward 

4.  Unconscious bias 
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GENDER DIVERSITY 
- Why aren’t we getting it 
right? 



ABOUT THE RESEARCH 
As experts in the world of work, Hays witnesses thousands of selection and hiring decisions 
every day. We also see the attempts by many corporate entities to identify, educate and 
implement policies and activities to increase the percentage of women in the workforce. We 
wanted to develop a deeper understanding around what can drive positive change in gender 
diversity, particularly for women in top roles.  

As a starting point, the research team at Hays decided to look at the way hiring decisions are 
made. The survey methodology used in our study was designed to investigate whether 
unconscious biases play a role in candidate selection decisions, and the extent to which 
organisations have integrated gender diverse policies in their everyday processes.  
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1029 HIRING MANAGERS  
& 

A HYPOTHETICAL REGIONAL SALES MANAGER JOB 
  

515 RESPONDENTS 
RECEIVED A CV OF  

‘SUSAN’ 

514 RECEIVED THE IDENTICAL CV 
BUT UNDER THE NAME OF 

‘SIMON’ 
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TWO EQUAL CANDIDATES, SO WHO GETS THE 
INTERVIEW? 
 

SIMON SUSAN 

OR 
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KEY FINDINGS 
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THE BIGGER THE BUSINESS THE BIGGER THE BIAS 

We asked our respondents to review the CV they received, either Susan  or Simon’s and then  
rate their technical skills. The gap in the perceived technical skills of Susan and Simon was  
more pronounced in favour of Susan in organisations with over 500 staff.  
 
 
Hiring managers from larger organisations (500+ staff): 
 
 
 
 
 
 
 
 
 
Hiring managers from smaller organisations (<500 staff): 
 
 
 
 
 
 
 
 
 
 
 

38% 
thought Susan matched 
the attributes needed for 
the job ‘extremely well’ 

thought Simon matched 
the attributes needed for 
the job ‘extremely well’ 

33% VS. 

33% 
thought Susan matched 
the attributes needed for 
the job ‘extremely well’ 

thought Simon matched 
the attributes needed for 
the job ‘extremely well’ 

31% VS. 



9 

THE BIGGER THE BUSINESS THE BIGGER THE BIAS 

Despite believing that Susan has the better technical skills, larger organisations are more likely  
to interview Simon. In organisations with less than 500 staff this interview bias almost 
disappears.  
 
Hiring managers from larger organisations (500+ staff): 
 
 
 
 
 
 
 
 
 
Hiring managers from smaller organisations (<500 staff): 
 
 
 
 
 
 
 
 
 
 

56% 
said it was extremely 
probable that they would 
interview Susan  

said it was extremely 
probable that they would 
interview Simon  

62% VS. 

56% 
said it was extremely 
probable that they would 
interview Susan  

said it was extremely 
probable that they would 
interview Simon  

57% VS. 



Of the following 20 attributes, who rates higher? 

Respondents were then asked to rank the candidate 
against 20 attributes (10 associated with the 
stereotypical female gender and 10 the stereotypical 
male gender) 
 
Female attributes:  
committed, cooperative, democratic leader, develops 
others, high level of empathy, interpersonal skills, 
mature, professional, supportive, team builder 
 
 
 
Male attributes:  
Ambitious, assertive, business sense, competitive, 
confident, decisive, determined, directive, self reliant, 
works well under pressure 
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SIMON 

SUSAN 



Our results show that hiring managers possess affinity bias, or in other words a preference for more  
highly rating someone most like them. We asked our survey respondents how well 20 attributes described  
Susan or Simon. 
 

 
Female respondents who received the CVs: 
 
 
 
 
 
 
 
Male respondents who received the CVs: 
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Said Susan matched  
 
 
 
attributes extremely well 

Said Susan matched  
 
 
 
attributes extremely well 

14/20 Said Simon matched  
 
 
 
attributes extremely well 

6/20 VS. 

6/20 Said Simon matched  
 
 
 
attributes extremely well 
14/20 VS. 

WE PREFER CANDIDATES JUST LIKE US  



...BUT WE STILL HIRE MORE MEN 

When it comes to making a hiring decision, it is  
gender bias that affects the outcome.  
 
Our survey found that both genders were significantly 

more likely to interview and hire Simon rather 
than Susan, which shows that the ‘think leader, 
think male’ bias comes into play for both male 
and female recruiting managers.  

 
So while men prefer male candidates and women 

prefer female candidates, both men and women 
are more likely to hire a man for the job. 
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SIMON 



When we compare the results of survey respondents who hire more than 20 people a year with those 
of the entire sample pool, we found that those who make more recruitment decisions make more 
gender biased decisions.  
 
Of those hiring managers who recruit more than 20 people a year: 
 
 
 
 
 
 
 
 
These hiring managers were significantly more likely to see Simon as more willing to develop and 
support others, as well as having the leadership skills to do the job.  
 
For hiring managers who recruited less regularly, the gap between Susan and Simon reduced to just 
3 per cent. 

MORE RECRUITMENT EXPERIENCE  
MEANS MORE BIAS 
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51% 
said it was extremely likely 
that they would interview 
Susan 

65 % 
said it was extremely likely 
that they would interview 
Simon 

VS. 



WOMEN BETTER AT ‘DOING GOOD’, MEN BETTER 
AT ‘DOING BUSINESS’  

Public and not-for-profit sector respondents: 
 
• Scored Susan higher than Simon on 14/20 
attributes.  
• Rated Susan more highly for 5 attributes 
traditionally associated with ‘male’: ambitious, 
assertive, competitive, determined and directive.  
• Significantly more likely to see Susan rather than 
Simon as having the technical & leadership skills to 
perform the role.  
• It was much more likely that Susan would be hired 
for the public/not-for-profit job (16 per cent versus 9 
per cent for Simon). 
• Result:  public sector employers presented with 
two equally qualified candidates, one male and 
one female, are more likely to show bias in 
favour of the woman. 
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Private sector respondents: 
 
•  Rated Simon more highly on 12 of the 

attributes – he was seen as significantly more 
competitive, cooperative and able to work well 
under pressure 

•  42 per cent versus 39 per cent considered it 
extremely likely that Simon rather than Susan 
had the leadership skills to do the job.  

•  They were slightly more likely to interview 
Simon than Susan (60 per cent versus 56 per 
cent). 

•  Result: private sector employers 
presented with two equally qualified 
candidates, one male and one female, are 
more likely to be biased in favour of the 
man. 

This reinforces stereotypes of women being better at “taking care” and men at “doing business” and 
“being decisive”. 



...A BIAS TOWARDS WOMEN IN THE PUBLIC & NFP 
SECTORS? 
Public and NFP employers presented with two equally 
qualified candidates, one male the other female, are more 
likely to show bias in favour in hiring the woman – 16% over 
the male at 9% 
 
Why?  We believe: 
 
A higher percentage of the workforce is female compared to 
the private sector – affinity bias goes some way to 
explaining these preferences 
 
Jobs in this sector tend to have a higher value placed on 
the attributes that are stereotypically female often seeking 
candidates who are cooperative, empathetic, supportive, 
caring or selfless. 
 
Despite this bias men continue to fill the majority of 
executive or board positions.  Women accounted for 57% of 
all APS employees but just 35% of Government-appointed 
board members. 
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SUSAN 



ORGANISATIONS STILL AREN’T SERIOUS ENOUGH 
ABOUT DIVERSITY 
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56% 
of hiring managers said 
plans and resources need 
to be put in place or 
improved to help achieve 
gender diversity in their 
organisation 

20% 
said their CEO is not 
serious enough about 
achieving gender diversity 

44% 
said recruitment processes 
are not transparent 
enough 

39% 
said their senior 
executives need to be 
better role models of 
diversity and inclusiveness 

50% 
are aware of gender 
diversity policies in their 
organisation 
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THE ADVANCEMENT OF 
WOMEN IN THE 
WORKPLACE 
GLOBAL ATTITUDES 
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LEADING WOMEN: A GLOBAL HAYS SURVEY 

In a separate survey conducted between late 2014 and early 2015, we surveyed 6000 
people across the globe to get their views on gender diversity in the workplace. In the next 
few slides, we’ll compare those global findings against responses from Australia.  
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AUSTRALIA AT THE FOREFRONT 

Does your organisation have formal gender diversity policies and practices in place? 

Australia came out on top with more respondents than any other country saying their 
organisation has gender policies in place. However there were still large proportions saying 
the opposite or were not sure.  
  



LIVING UP TO POLICIES 

Even when policies are in place, only around a third said that they are adhered to “well”. 
  

How well are these policies adhered to do you think? 



EQUAL PAY 

Australia was on par with what other countries’ respondents though about equal pay. 
When analysed more closely, groups that believed less in the gender pay gap were males 
and younger respondents highlighting a disparity in views between sexes and age groups. 

Do you think you and your equally capable colleagues are paid / rewarded in an equal 
manner regardless of gender? 

45% 

18% 

55% 

82% 

Female Male 

Global average by gender 

Yes 

No 

Australia by gender 



CAREER OPPORTUNITIES   

22 

Reflecting attitudes to the gender pay gap, the majority think equal opportunities are 
available to both sexes. Males and younger age groups are less likely to think there is 
gender inequality. 
 

Do you think the same career opportunities are open to equally capable colleagues 
regardless of gender? 

Australia by gender Global average by gender 



CHANGING PRACTICES 

23 

Overall, most respondents think that ‘allowing more flexible working’ and changes in 
workplace culture would have the biggest impact on gender diversity. In contrast, ‘introducing 
quotas’ was thought to have the least impact. Also, less than a quarter believe that ‘changes 
to recruitment practices’ and positive discrimination would have an impact. 
 
 

44% 

44% 

32% 

32% 

28% 

27% 

26% 

21% 

9% 

Changes in workplace culture through education across the business 

Allowing more flexible working practices 

Changes to your organisation’s policy 

Highlighting female role models 

Changes to recruitment practices and policies 

Changes to government policy 

Better board backing for diversity issues 

Positive discrimination for women applying to management roles or above 

Introducing quotas 

Which of these changes do you think would have the biggest impact on diversity in your 
world of work?  
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ASKING THE RIGHT 
QUESTIONS TO MOVE 
FORWARD 



WHAT’S NEEDED? 

•  Concerted and coordinated corporate and 
employee education programs 

•  Training in unconscious bias and diversity 
•  Quotas at the executive level 
•  Voluntary targets 
•  Corporate culture that values differences and 

supports inclusiveness 
•  Inclusive leadership to ensure that all employees 

can fulfil their potential 
•  An organisation’s leaders publicly supporting 

diversity 
•  Expansion of candidate sourcing networks 
•  Modification of attraction campaigns to encourage 

more women to apply for vacancies 
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Dr Martin Parkinson,  former 
Secretary of the Australian 
Government’s Treasury, said in 
a 2014 speech that there is not 
one obvious solution to gender 
diversity, “but a range of 
subtle cultural, attitudinal and 
behavioural issues that will 
take time and persistence to 
change.”  
 
He went on to say, “everything 
we’re doing is fundamentally 
about changing attitudes and 
behaviours, not about 
changing structures”. 



•  Constantly communicate the value of gender diversity among leadership teams and 

more broadly across the organisation 

•  Stop promoting clones – recognise the value of having people who think differently 

on the leadership team 

•  Make flexibility the norm for both genders – expected and acceptable and introduce 

or expand flexible work options in all roles 

•  Assess whether people in flexible roles are being sidelined – provide support to 

progress their careers 

•  Introduce methods to assess and redesign roles to support flexible work options (eg 

more admin support) 

•  Ensure leaders are actively sponsoring women for succession and advocating for 

them in career discussions – set gender targets for succession lists 

•  Conduct reviews with women to gather information about the female experience in 

your organisation and ask senior women what’s derailing female careers 

 
  
 

WHAT MORE CAN WE DO? (from an EY report “In his own words”) 
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Everyone likes to think he or she is open-minded and objective, but research has shown that the 
beliefs and values gained from family, culture and a lifetime of experiences heavily influence how 
we view and evaluate both others and ourselves.  
 
There is a growing body of research which suggests that bias may occur unconsciously, and may 
 in fact be implicit in the way people make judgements about other people. 
 
•  The Implicit Association Test (IAT) was developed in the mid-1990s by Professor Tony 

Greenwald, a Professor of Psychology at the University of Washington. It is available online at 
http://implicitharvard.edu.au.  

 
•  The IAT has consistently demonstrated that people have stereotypical associations that, for 

instance, link males with science and careers, and females with liberal arts and family.  

An article in the Harvard Business Review’, December 2003 identified three common forms of  
unconscious bias:  
 

1.  Implicit prejudice (judging according to unconscious stereotypes rather than merit). 
2.  In-group favouritism (granting favours to people with the same background e.g. nationality, 

schooling). 
3.  Over-claiming credit (managers failing to ensure that all members of a team feel their 

contribution has been acknowledged, rather than only one or a few members).  
 
. 
 
  
 

Unconscious Bias – what is it? 
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April Corrice, a Research Analyst with the Association of American Medical Colleges, based in 
Washington, D. C says those involved in recruitment processes can take steps to mitigate some 
 of the more negative effects of unconscious bias in evaluating candidates for jobs by: 
 
•  Asking individuals involved in hiring processes to reflect on unconscious bias by taking the 

online version of the Implicit Association Test (IAT) 
 
•  Creating a more objective, structured interview process by, for example, administering 

training for interviewers and evaluators in how to do this fairly 

•  Becoming more aware that recommenders of applicants may hold unconscious biases, and 
therefore may present skewed representations of applicants in their letters of 
recommendation 

 
•  Accepting that cultural differences can affect first impressions of candidates (individuals 

raised in some cultures, for example, are more reserved than those raised in more open 
ones and because of this could be seen (sometimes erroneously) as lacking in drive or 
enthusiasm) and 

 
•  Reserving ample time for interviewing and evaluating candidates, because bias emerges 

more readily when evaluators are under time pressure 

 
  
 

Unconscious Bias – what can we do? 
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Download the Hays/Insync Surveys report  
“Gender diversity: Why aren’t we getting it right?”  
at www.hays.com.au 
 

While this report focuses on gender, we are acutely 
aware that real diversity encompasses so much 
more than gender equality. To address this, Hays 
recently released a white paper, “The balancing act: 
Creating a diverse workforce”,  
in which we map not only  
gender but age, multicultural,  
Aboriginal and Torres Strait  
Islander and disability  
representation in Australian  
workplaces and provide  
practical solutions to create  
a more diverse workforce  
for all minority groups.  
 
We hope our findings are a catalyst that sparks 
continued and important dialogue about gender 
diversity in Australia. 
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In summary 
 
Culture change from the top 
 
Proactive sourcing and capability building to move women 
into more senior roles. 
 
Train staff to identify unconscious bias and stereotyping in 
all their practices 
 
Design jobs that women will aspire to with flexibility 

offerings for all. 
 
THANK YOU 


