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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: 

• Alignment with existing Workplace Gender Equality Agency reporting frameworks.
• Recognition of structural workforce pipeline drivers, including training pathways and

apprenticeship access.
• Consideration of measures supporting equitable parental leave uptake and flexible work design,

particularly in operational contexts.






