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AAA Submission - Gender Equity Charter for Australian Aviation

The Australian Airports Association (AAA) welcomes the opportunity to comment on the Australian
Government’s proposal to establish a Gender Equity Charter for Australian Aviation.

Strengthening gender equity across aviation aligns with contemporary employment standards, workforce
sustainability and long-term sector performance. Aviation continues to experience workforce pressures
across operational, technical and leadership roles. Expanding participation and improving retention are
therefore important to maintaining a capable and resilient workforce.

Women remain under-represented across many aviation occupations. While women represent
approximately 30 per cent of the broader aviation workforce in Australia, representation is significantly
lower in technical and operational roles. For example, women account for fewer than 10 per cent of
licensed aircraft engineers and a similarly small proportion of commercial pilots. These patterns reflect
longstanding occupational segregation and highlight the importance of targeted workforce pipeline
initiatives.

Australia’s airport network is diverse. It includes major international gateways with extensive corporate
capability as well as regional and remote airports operating with very small teams. To achieve meaningful
and sustained participation across the sector, implementation of the Charter should recognise these
differences and be supported by practical tools and complementary workforce initiatives.

With a pragmatic, partnership-based approach, the Charter has the potential to contribute positively to a
more inclusive, capable and sustainable aviation workforce.

Workforce Pipeline and Structural Drivers
Improving participation in operational and technical aviation roles requires attention to earlier stages of
the workforce journey.

Career awareness in secondary education, access to vocational and tertiary training, affordability of
qualifications, apprenticeship availability, regional mobility requirements and workplace rostering

T+61262301110 | Einfo@a
www.airports.asn.au  ABN &€




practices all influence participation and progression. Many of these factors extend beyond the direct
control of individual employers.

International research has also identified equitable parental leave uptake and flexible work design as
important contributors to mid-career retention and workforce continuity. Encouraging shared caring
responsibilities across genders is associated with improved workforce participation over time.

Diversity of the airport network and proportionate implementation

Australia’s airport network includes organisations of varying size and capability. Major airports may have
established corporate functions and diversity strategies. Smaller regional operators may operate with
limited administrative capacity and small workforce bases.

A proportionate approach to implementation will therefore be important. Reporting expectations and
target-setting approaches should recognise statistical variability in small workforces and avoid
disproportionate administrative burden.

Response to Consultation Questions
Question 1 - Does the proposed Gender Equity Charter address barriers to workforce diversity and
promote aviation as a career path for women?

The Charter is a potential component to the overall picture, but encouraging more women to enter the
aviation workforce is also a key element. Consideration of complementary measures addressing these
structural drivers may strengthen the Charter’s long-term impact. Barriers relating to training access,
apprenticeship pathways, early career awareness and mid-career retention influence participation in
operational and technical roles. The government has a key role in driving these measures which would
increase the recruitment levels of women into aviation.

Question 1(a) - Is the Charter implementable and achievable?

The Charter is implementable in principle. Many larger aviation organisations already maintain diversity
strategies and reporting mechanisms aligned with Workplace Gender Equality Agency Australia (WGEA)
requirements.

For smaller regional and remote operators, implementation feasibility will depend on proportionate
reporting expectations and access to practical guidance. Statistical variability in small workforces should
be recognised in target-setting approaches. Alignment with existing frameworks will also support
administrative efficiency.

Question 1(b) Proposed amendments
The AAA suggests consideration of the following refinements:
e Alignment with existing Workplace Gender Equality Agency reporting frameworks.
e Recognition of structural workforce pipeline drivers, including training pathways and
apprenticeship access.
e Consideration of measures supporting equitable parental leave uptake and flexible work design,
particularly in operational contexts.
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e Clarification of how progress will be assessed in very small organisations.
These refinements may strengthen clarity and practical implementation.

Question 2 - Would your organisation consider signing up?
Uptake across the aviation sector will be strengthened by clear guidance, proportionate expectations
and recoghnition of differing organisational capacity.

Question 2(a - What enhancements would support sign-up?
Participation may be strengthened through:
o (Clear guidance materials and template implementation plans.
e Alignment with existing regulatory reporting frameworks such as (WGEA)
e Recognition of scale differences across organisations.
e Incentive-based approaches where Charter participation intersects with Commonwealth aviation
programs.

Question 3 - Would practical tools be valuable?
Yes. Practical tools would be particularly valuable for smaller operators.

Examples may include template action plans, guidance on workforce data analysis, examples of flexible
operational work practices, inclusive facilities guidance and case studies from comparable sectors.
Centralised guidance materials, template action plans and shared reporting tools could support efficient
implementation across the sector.

Strengthening gender equity contributes to fairness, workforce sustainability and sector performance.
With a collaborative, evidence-based approach, the Charter can contribute to a more inclusive, capable
and resilient aviation workforce.

For further information on this submission, please contact Sybilla Grady, Senior Manager Policy and

Research, at sgrady@airports.asn.au.

Kind regards

Simon Westaway
Chief Executive Officer






