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Executive Summary

This report presents findings from the Barriers to the Workplace Survey, conducted as part of
the Women in the Aviation Industry Initiative. The report is intended to support policy
discussion, industry engagement and practical workplace action.

The survey examined how women with aviation and aerospace industry experience perceive
inclusive leadership, organisational attachment and retention intention, barriers to women’s
entry and progression, visibility of women and aviation pathways, and perceived progress in
gender inclusion since 2020. The final analytical sample contains 129 valid responses from
women with aviation and aerospace industry experience.

The central finding is that inclusive leadership is strongly associated with women’s
organisational attachment and retention intention. Women who reported more inclusive
leadership in their workplace also reported stronger connection to their organisation and
stronger intention to remain. Inclusive leadership was also positively associated with
perceived progress in gender inclusion since 2020.

The analysis also shows that perceived barriers remain substantial. Respondents reported a
relatively high level of barriers to women’s entry and progression in aviation. These barriers
include male-dominated occupational cultures, historical hiring patterns, training cost and
time, work-life balance pressures, harassment and discrimination, double standards, and
limited visibility of employer gender equity and inclusion policies. These findings are
consistent with the earlier Barriers to the Pipeline research, which identified male
domination, discrimination, harassment, work-life balance constraints and low visibility of
career information and role models as central challenges for women in the sector.

The survey evidence indicates that barriers are not only recruitment issues. They are also
retention and culture issues. Women who perceived stronger barriers were less likely to report
positive progress in gender inclusion since 2020 and were less likely to report strong
organisational attachment and retention intention.

Visibility remains important, but the findings suggest that visibility alone is not enough.
Awareness of named visibility, inclusion and career development initiatives was low to
moderate. Visibility was positively associated with perceived cultural progress and with
retention when considered alongside leadership and barriers. This suggests that visibility
initiatives are more likely to have sustained impact when they are connected to workplace
systems, mentoring, sponsorship, career pathways, leadership accountability and safe
reporting mechanisms.

The report therefore reaches a practical policy conclusion: visibility-raising activity is
important, but it is most likely to translate into sustainable workforce outcomes when
supported by inclusive leadership behaviours and organisational accountability. Leadership is
the mechanism through which sector-level commitments become everyday workplace
experience.
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The report examined four main relationships in the data. First, inclusive leadership was
positively associated with women’s organisational attachment and retention intention.
Second, inclusive leadership was positively associated with perceived progress in gender
inclusion since 2020. Third, perceived barriers were negatively associated with perceived
cultural progress. Fourth, perceived barriers were negatively associated with retention
intention. The analysis also examined whether perceived barriers weakened the relationship
between inclusive leadership and retention. This specific pattern was not supported in the
current data. Inclusive leadership remained strongly associated with retention even when
barriers were taken into account.

These findings align with the literature review completed for the project. Prior research
indicates that women in aviation continue to face gender bias, under-representation in
leadership, restricted career advancement, limited role models, work-life balance challenges,
discrimination and masculine occupational cultures. The literature also emphasises that
leadership is critical to embedding diversity and inclusion into workplace culture. Without
committed leadership, diversity initiatives risk remaining symbolic rather than producing
meaningful workforce change.

The implications for government and industry are clear. Aviation and aerospace organisations
need to move beyond awareness of gender inclusion toward accountability for workplace
inclusion. This means focusing on observable leadership behaviours: ensuring women’s
voices are heard, addressing inappropriate behaviour, supporting flexible work without bias,
mentoring and sponsoring women equitably, recognising women’s contributions, disrupting
exclusionary behaviour, and building psychological safety.

The report recommends that government and industry:
1. establish a sector-endorsed inclusive leadership capability framework;
2. link leadership accountability to culture and retention outcomes;
3. strengthen mentoring and sponsorship for women in operational and technical roles;
4. make career pathways and progression criteria more transparent;
5. embed visibility initiatives into workplace and career systems;
6. treat barriers as retention risks, not only recruitment risks;
7. develop occupation-specific action plans;
8. improve safe reporting and response systems;
9. support flexible work and career continuity without penalty; and
10. establish ongoing monitoring and review.

The central message is that leadership and culture are not peripheral to women’s participation
in aviation and aerospace. They are central to whether women remain, progress and
experience the sector as inclusive. Visibility initiatives should continue, but they need to be
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connected to leadership capability, workplace accountability, career development, flexible

work, safe reporting and occupation-specific action.

1. Project Context and Purpose

The Women in the Aviation Industry Initiative supports action to improve women’s
participation, visibility, progression and retention across the aviation and aerospace sector.
This report focuses on Priority 1: Leadership and culture, with particular attention to how
women experience workplace leadership, inclusion, barriers to progression, visibility of
women and career pathways, and perceived cultural change since 2020.

The report is intended to support government and industry decision-making. It provides
evidence on where progress is being observed, where barriers remain, and what actions may
help strengthen women’s retention and progression in aviation and aerospace.

The survey builds on earlier work examining women’s experiences in the aviation and
aerospace pipeline. The earlier Barriers to the Pipeline research found that many women are
attracted to the sector by passion for aviation and aerospace, technical interest, professional
pride and a sense of opportunity. However, it also identified persistent barriers, including
male-dominated workplace cultures, discrimination, harassment, double standards, work-life
balance pressures, training cost and time, and limited visibility of career information and role
models.

The current report extends that work by focusing more directly on leadership and workplace
culture. It asks whether women who experience more inclusive leadership are also more
likely to report stronger organisational attachment, stronger retention intention and more
positive perceptions of progress in gender inclusion since 2020. It also examines whether
perceived barriers continue to affect women’s views of progress and their connection to their
organisation.

The central policy issue is not only how to attract women into aviation and aerospace, but
how to ensure that women can remain, progress and experience the sector as inclusive.
Visibility initiatives are important, but their long-term impact depends on whether they are
supported by inclusive workplace leadership, transparent career pathways, mentoring and
sponsorship, safe reporting systems, flexible work practices and organisational accountability.

In this context, leadership and culture is a key enabling priority. It connects sector-level
visibility and awareness efforts with the day-to-day workplace conditions that influence
whether women stay, progress and recommend aviation and aerospace careers to others.

2. Research Questions and Analytical Focus

The broad research question guiding the survey is: How visible is the diversity of the
Australian aviation and aerospace sector to its workforce and broader industry, and has this
changed since 2020?
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For this report, that broad question is examined through a leadership and culture lens. The

analysis focuses on five practical questions relevant to government and industry:

1) Inclusive leadership: How do women in aviation and aerospace rate the inclusive
leadership behaviours they observe in their workplaces?

2) Retention and organisational connection: How strongly do women report
organisational attachment, job embeddedness and intention to remain?

3) Barriers to entry and progression: What barriers to women’s participation,
progression and retention remain present in the sector?

4) Visibility and awareness: How aware are women of visibility-raising initiatives, role
models, career development programs and inclusion-related activities?

5) Perceived progress since 2020: To what extent do women perceive that gender
inclusion and the visibility of women in aviation and aerospace have improved since
20207

The analysis then examines how these areas relate to each other. In plain terms, the report
asks:

e Are women who experience more inclusive leadership more likely to feel attached to
their organisation and more likely to intend to stay?

e Are women who experience more inclusive leadership more likely to perceive
progress in gender inclusion since 20207

e Are women who perceive stronger barriers less likely to perceive progress in gender
inclusion?

e Are women who perceive stronger barriers less likely to report organisational
attachment and retention intention?

e Do perceived barriers reduce the positive relationship between inclusive leadership
and retention?

These questions are examined using survey scale scores for leadership, retention, culture,
barriers and visibility. The analysis identifies whether the relationships between these areas
are positive, negative, strong, weak or not evident in the current data.

For readability, the main report refers to these as key relationships examined in the analysis
rather than “hypotheses”. The technical terminology and detailed statistical outputs can be
provided in a separate technical attachment.

The key relationships examined are summarised below:



Table 1. Summary of the key relationships examined.

Leadership and
retention

Leadership and
cultural
progress

Barriers and
cultural
progress

Barriers and
retention

Barriers,
leadership and
retention

Are inclusive leadership behaviours
associated with stronger
organisational attachment and
intention to stay?

Are inclusive leadership behaviours
associated with more positive
perceptions of gender inclusion
progress since 2020?

Are perceived barriers associated
with weaker perceptions of gender
inclusion progress?

Are perceived barriers associated
with weaker organisational
attachment and retention intention?

Do barriers reduce the positive
relationship between inclusive
leadership and retention?

3. Background, Policy Context and Literature Review

3.1 Global and Australian gender diversity context
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More inclusive leadership is
expected to be associated with
stronger retention.

More inclusive leadership is
expected to be associated with
more positive perceptions of
progress.

Stronger barriers are expected to
be associated with weaker
perceptions of progress.

Stronger barriers are expected to
be associated with weaker
retention.

Stronger barriers may reduce the
positive effect of leadership,
although this pattern was not
supported in the current data.

Gender diversity and inclusion remain persistent challenges across aviation and aerospace.

Governments, industry bodies and employers have introduced a range of initiatives over the
past decade to improve women’s participation, progression and visibility. These include

mentoring programs, outreach activities, leadership initiatives, school and university
engagement, and sector-wide visibility campaigns.

Internationally, the International Air Transport Association’s (IATA) voluntary 25by2025

initiative is one example of a sector-level effort to increase women’s representation in senior

leadership and traditionally male-dominated roles. In Australia, the Women in Aviation
Industry Initiative has similarly sought to promote diverse aviation and aerospace career

pathways and support women'’s participation through mentoring, outreach and leadership

activity.

Despite these efforts, progress remains uneven. The IATA Gender in Aviation 2024 report

noted that only 33 of the 100 signatory organisations with available data had met their

diversity targets in senior roles by 2023. The literature review also identifies regional
variation in women’s workforce representation. The Asia-Pacific region reported relatively
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higher female representation than some other regions, and there are examples of progress,
including women comprising 15% of pilots in India and Australia reporting 36% female air
traffic personnel. However, women remain under-represented in many aviation occupations

globally, particularly in technical, operational and senior leadership roles.

The Australian aviation and aerospace sector reflects many of these broader patterns.
According to the Australian Bureau of Statistics, in 2023, occupations such as aeroplane
pilots (6%), helicopter pilots (4%), and aircraft refuelers (4%) had minimal female
participation. Although female representation in these roles increased slightly in 2024 (e.g.,
aeroplane pilots rising to 7% and aircraft refuelers to 8%), the numbers remain significantly
low. Other roles, such as flying instructors (10%) and air transport professionals (16%), also
exhibit limited gender diversity.

This context matters for government and industry because women’s participation in aviation
and aerospace is not only an equity issue. It is also a workforce capability and sustainability
issue. A sector facing skills needs cannot afford to lose or under-use talent because workplace
cultures, career pathways or leadership practices do not support women’s participation and
progression.

3.2 Leadership, visibility and workplace change

Leadership is a central theme in both the literature review and the current survey. The
literature indicates that leadership is critical to promoting awareness, embedding diversity
into workplace culture and ensuring that visibility initiatives lead to practical change. Davies
(2023) and the Federal Aviation Administration (2022) support the view that diversity
initiatives can become symbolic rather than transformative if they are not supported by
committed leadership and workplace-level implementation.

This point is directly relevant to government and industry action. Visibility initiatives can
raise awareness of women and diverse career pathways in aviation and aerospace. However,
women experience inclusion through everyday workplace interactions: whether managers
listen, whether supervisors address inappropriate behaviour, whether instructors and mentors
support women equitably, whether senior leaders make progression pathways visible, and
whether decision-makers create conditions that allow women to remain and progress.

The current survey therefore measures practical leadership behaviours rather than general
attitudes alone. These behaviours include ensuring equal voice in meetings, addressing
inappropriate remarks, supporting flexibility without bias, recognising women’s
contributions, mentoring equitably and building psychological safety.

The literature also shows that visibility of female leaders and role models influences career
attraction. Amaugo (2022) found that women remained substantially under-represented in
senior airline leadership roles. Gagliardo (2020) highlighted limited knowledge of aviation
opportunities among career advisors and a shortage of female role models as barriers to
young adults pursuing aviation careers.
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These findings support the survey’s focus on both visibility and leadership. Visibility matters
because it shapes whether women see aviation and aerospace careers as possible. Leadership

matters because it shapes whether those careers feel sustainable once women enter the sector.
3.3 Gendered aviation and aerospace culture

The literature review identifies enduring gendered norms in aviation and aerospace culture.
Menon and Hashim (2023) study restricted career advancement, under-representation in
leadership and wage inequality. Gorlin and Bridges (2021) identify deep-rooted masculine
norms as barriers to women’s career advancement and argue that meaningful change requires
active challenge to those norms, supported by gender-inclusive policies and strong
leadership.

Several studies in the literature review point to the continued presence of sexism,
discrimination and stereotyping. Ferla and Graham (2019) explored perceptions of gender
roles in aviation and highlighted sexism, discrimination and stereotypes as obstacles. The
literature review also notes the problem of patronising or stereotyped assumptions about
women’s capabilities, including examples of so-called reverse prejudice. Nussrat (2024)
identifies gender stereotypes, pregnancy discrimination, a lack of female role models, work-
life balance challenges, financial barriers and equipment or workplace design issues as
barriers for women in aviation and military aviation contexts.

These findings align with the earlier Barriers to the Pipeline research and with the current
survey’s focus on barriers. The barriers measured in the current survey include cost and time
of training, ongoing training demands, perceptions of aviation and aerospace as male-
dominated, historical hiring patterns, harassment and discrimination, work-life balance after
having a family, industry uncertainty, and unclear employer gender equity and inclusion
policies.

For government and industry, the key point is that these barriers should not be treated only as
individual concerns. Many are linked to workplace systems, occupational norms, leadership
practices and career structures. Addressing them requires action at organisational and sector
levels, not only encouragement for individual women to enter the sector.

3.4 Mentoring, sponsorship and career progression

A recurring theme in the literature review is the importance of mentoring, sponsorship and
transparent progression pathways. Amaugo (2022) attributes gender imbalance in executive
airport leadership partly to a lack of sponsorship and mentorship, organisational culture and
training biases that favour men, assumptions about family responsibilities, and contradictory
expectations placed on women leaders.

Garrett-Howard (2012) examined how organisational policies and mentorship influence
women’s career trajectories in aerospace leadership. Light (2024) identified limited
mentorship and bias in promotion processes as barriers associated with the continuing glass
ceiling in aerospace leadership.
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Marintseva et al. (2022) provide further evidence from female pilots. Their study found that
lack of role models was the most commonly identified barrier among the interviewed female
pilots, followed by cultural sexism and lack of acceptance from male colleagues. Their
recommendations on mentorship and equitable recruitment are directly relevant to this
report’s recommendations on structured mentoring and sponsorship, particularly in

operational and technical roles where women’s representation remains low.

Taken together, this literature suggests that women’s retention and progression require more
than general encouragement. They require visible role models, access to sponsors, transparent
criteria for advancement, fair feedback, equitable training opportunities and workplace
cultures that do not penalise women for using flexibility or for not conforming to masculine
role expectations.

For employers, this points to practical areas for action: structured mentoring, sponsorship for
promotion and development opportunities, clearer career pathways, transparent progression
criteria and better support at key career transition points.

3.5 Visibility, role modelling and public representation

The literature review highlights the importance of how aviation and aerospace roles are
represented publicly. Smith et al. (2023) examined gender representation on Instagram and
found that female flight attendants were over-represented in sexualised and service-oriented
roles, while male pilots dominated leadership portrayals. Some airlines were noted as
attempting to challenge these stereotypes by showcasing female pilots and male flight
attendants.

This evidence is relevant because visibility is not only about whether women appear in sector
materials. It is also about which roles women are shown in, whether women are represented
as technical experts and leaders, and whether public messaging reflects the full diversity of
aviation and aerospace careers.

The current survey’s visibility measure should therefore be interpreted as part of a broader
representational environment. Low-to-moderate awareness of named visibility initiatives
does not necessarily mean that visibility work has failed. It may mean that visibility is
unevenly distributed, not well embedded in workplaces, or not sufficiently connected to
career development systems.

For government and industry, visibility is likely to be more effective when it shows women in
a broad range of technical, operational and leadership roles, and when it is connected to real
career pathways, mentoring, progression opportunities and workplace accountability.

3.6 Why this survey matters

The literature review shows that much existing research has focused on barriers to women’s
participation in aviation and aerospace. There is less evidence on how leadership influences
women’s experience of inclusion, or how visibility of diverse roles affects perceptions of
progress and retention.

10
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This survey helps address that gap by examining five areas together: inclusive leadership,
perceived barriers, visibility, perceived progress since 2020, and women’s organisational

attachment and retention intention.

The value of the survey is practical. It provides evidence that government, industry bodies
and employers can use to identify where action is most needed. It also helps move the
discussion from broad support for gender diversity to the workplace conditions that influence
whether women stay, progress and experience aviation and aerospace as inclusive.

The findings show that inclusive leadership is strongly associated with women’s
organisational attachment and retention intention. They also show that leadership, barriers
and visibility are each associated with how women perceive gender inclusion progress since
2020.

This means leadership and culture should be treated as an enabling priority for the wider
women in aviation and aerospace agenda. Awareness and visibility are important, but their
long-term value depends on whether women experience fair, respectful and supportive
workplace leadership.

In practical terms, leadership is expressed through everyday behaviours: who is heard in
meetings, whether suggestions from women and men are treated equally, whether
inappropriate behaviour is addressed, whether flexible work is supported without bias,
whether women'’s contributions are recognised publicly, and whether leaders build trust and
psychological safety in mixed-gender teams.

4. Survey Design, Data and Analysis

The survey was designed to understand women’s experiences of leadership, culture, visibility,
barriers and retention in the aviation and aerospace sector. It was administered online and
designed to take approximately 15 minutes to complete.

The survey included questions on:
e respondent background and aviation/aerospace work history;
e sector, role and occupational area;
e caring responsibilities;
o inclusive leadership behaviours in the workplace;
e organisational attachment and intention to remain;
o general and role-specific barriers to women’s entry and progression;
o awareness of visibility, inclusion and career development initiatives; and

e perceived changes in gender inclusion and women’s visibility since 2020.

11
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A total of 183 survey responses were received over the survey data collection period from 1
Dec 2025 to 30 April 2026. To ensure data quality and the robustness of findings, a
systematic screening process was applied prior to analysis. Responses were first screened
against the study’s eligibility criteria, which required participants to identify as female, be
aged 18 years or older, and have direct experience working in the Australian aviation or
aerospace industry. Responses that did not satisfy these criteria were excluded from the
dataset. In addition, submissions completed in less than 200 seconds were removed as part of
the data quality screening process. Given the survey’s estimated completion time of
approximately 15 minutes, responses below this threshold were considered unlikely to reflect
adequate engagement with the survey questions. Following this screening process, 129 valid
and complete responses were retained for analysis. The final analysis is based on 129 valid
responses from women with aviation and aerospace industry experience.

Although women remain significantly underrepresented in the Australian aviation and
aerospace industry, the final sample of 129 respondents represents a meaningful cross-section
of women working across a range of occupational roles, including pilots, engineers, air traffic
controllers, and business and compliance professionals. The targeted focus on women with
direct industry experience ensures that the findings are grounded in the perspectives of those
with lived experience of the sector. As such, the dataset provides valuable insights into
women’s workplace experiences, perceptions of leadership, and views on progress towards
gender inclusion within the industry since 2020.

The analysis focused on five main areas. First, the survey measured inclusive leadership.
This included practical leadership behaviours such as whether leaders ensure all voices are
heard, treat suggestions from women and men equally, address inappropriate behaviour,
support flexibility without bias, recognise women’s contributions, mentor equitably and build
psychological safety.

Second, the survey measured retention and organisational connection. This included whether
respondents feel attached to their organisation, whether their current job fits their career
goals, whether they feel proud to work there, and whether they intend to remain.

Third, the survey measured perceived barriers. These included barriers such as training cost
and time, ongoing training demands, male-dominated workplace cultures, historical hiring
patterns, discrimination, harassment, double standards, work-life balance challenges, industry
uncertainty and limited visibility of employer gender equity and inclusion policies.

Fourth, the survey measured visibility and awareness. This included awareness of visibility-
raising initiatives, inclusion programs, role models and career development activities relevant
to women in aviation and aerospace.

Fifth, the survey measured perceived progress since 202(0. This included whether respondents
felt that gender inclusion, women’s visibility and respect for women’s roles in aviation and
aerospace had improved since 2020.

For the analysis, responses to related survey questions were combined into summary
measures for leadership, retention, barriers, visibility and perceived cultural progress. This

12
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allowed the report to examine broader patterns rather than relying only on individual survey
questions. Detailed information on the survey items and how the summary measures were

constructed is provided in the Technical Attachment.

The analysis included four main steps. First, descriptive statistics were used to summarise the
respondent profile and overall survey results. Second, reliability checks were undertaken to
confirm that related survey items worked well together as summary measures. Third,
relationships between leadership, retention, barriers, visibility and perceived progress were
examined. Fourth, selected results were reviewed by occupation, where sample sizes allowed
meaningful interpretation.

Role-based findings are included cautiously. Some occupational groups, such as pilots and
aeronautical/avionics engineers, have larger sample sizes than others. Smaller groups,
including maintenance, planning and IT, are included descriptively but are not used as the
basis for strong subgroup conclusions.

The detailed statistical outputs, item wording, variable names and model specifications are
best placed in a separate technical attachment. This will allow the main report to remain
accessible for government and industry readers while preserving transparency and
reproducibility for technical review.

5. Respondent Profile

The final survey sample includes 129 respondents with experience in the aviation and
aerospace sector. Respondents represent a range of ages, education levels, career stages and
occupational roles. This provides a useful cross-section of women’s experiences across the
sector, while also noting that some occupational subgroups are small and should be
interpreted cautiously.

5.1 Age profile

Respondents were distributed across all age groups, with the largest share aged 30-39 years.
The sample also includes substantial representation from respondents aged 18-29 years and
50-59 years, providing insight from both early-career and more experienced women in
aviation and aerospace.

Table 2. Age profile.
‘Agegrop N Pereent
18-29 years 31 24.03%
30-39 years 40 31.01%
4049 years 19 14.73%
50-59 years 31 24.03%
60 years and above 8 6.20%

13
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The age distribution indicates that the survey captures views from women at different life and
career stages. This is important because leadership, flexibility, progression and retention may
be experienced differently by early-career, mid-career and later-career respondents.

5.2 Education profile

Respondents were generally highly educated. Bachelor’s degrees were the most common
highest qualification, followed by Master’s degrees, vocational education and training, and
Year 12.

Table 3. Education profile.

Bachelor’s 53 41.09%
Master’s 27 20.93%
VET 20 15.50%
Year 12 19 14.73%
Other 5 3.88%
Doctoral 4 3.10%
Below Year 12 1 0.78%

The education profile reflects the technical and professional nature of many aviation and
aerospace roles. It also highlights the importance of clear training, qualification and
progression pathways for women entering and advancing through the sector.

5.3 Experience in aviation and aerospace

The sample includes respondents with a broad range of aviation and aerospace experience.
Approximately half of the respondents reported more than six years of sector experience,
including a substantial group with 20 years or more.

Table 4. Experience in aviation and aerospace.

Less than 1 year 2 1.55%
1-5 years 31 24.03%
6-10 years 33 25.58%
11-14 years 18 13.95%
15-19 years 13 10.08%
20 years or more 32 24.81%

This distribution is valuable for the report because it includes women with recent entry
experience as well as women with long-term sector experience. It allows the findings to
reflect both current pathway issues and longer-term workplace culture and retention issues.

14
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5.4 Occupational profile
Respondents worked across a range of aviation and aerospace roles. Pilots were the largest
occupational group, followed by aeronautical/avionics engineers, other roles, air traffic

control, compliance, business/commercial/finance/marketing roles, airport
management/operations, maintenance, IT and planning.

Table 5. Occupational profile.

Pilot 50 38.76%
Aeronautical / Avionics Engineer 19 14.73%
Other 17 13.18%
Air Traffic Control 13 10.08%
Business / Commercial / Finance / Marketing 10 7.75%
Safety / Regulatory / Compliance 9 6.98%
Airport Manager / Operations Manager 7 5.43%
Aircraft Maintenance Technician / Engineer 2 1.55%
IT / Systems / Automation 1 0.78%
Planning / Scheduling / Operations Control 1 0.78%

The occupational profile shows that the survey includes women working in operational,
technical, regulatory, commercial and management-related roles. This breadth is important
because women’s experiences of aviation and aerospace are not uniform across the sector.

At the same time, role-based interpretation must be cautious. Pilots are the largest group and
provide the most stable occupational subgroup. Aeronautical/avionics engineers, air traffic
control, compliance and business roles have moderate sample sizes. Maintenance, planning
and IT have very small numbers and should be included descriptively only. The report
therefore uses occupational results to identify indicative patterns rather than to make strong
claims about differences between all role groups.

6. Survey Measures and Data Quality

The survey used groups of related questions to measure five main areas: inclusive leadership,
retention and organisational connection, perceived barriers, visibility and awareness, and
perceived progress in gender inclusion since 2020.

Using groups of related questions rather than single questions provides a more stable picture
of respondent experience. For example, inclusive leadership was not measured through one
general question. It was measured through a set of practical workplace behaviours, including
whether leaders ensure all voices are heard, address inappropriate behaviour, support
flexibility without bias, recognise women’s contributions, mentor equitably and build
psychological safety.

15
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The same approach was used for the other main areas of the survey. Retention was measured
through questions about career intention, job embeddedness and organisational commitment.
Barriers were measured through questions covering training costs, male-dominated
workplace cultures, discrimination, work-life balance challenges and other constraints.
Visibility was measured through awareness of relevant initiatives and programs. Perceived
progress since 2020 was measured through questions about changes in gender inclusion,

women’s visibility and respect for women’s roles in aviation and aerospace.

Data quality checks were undertaken before the main analysis. These checks confirmed that
the related questions within each main area were sufficiently consistent to be combined into
summary measures. This means the report can discuss broader patterns in leadership,
retention, barriers, visibility and perceived cultural progress, rather than relying only on
individual survey items.

The reliability checks showed strong consistency for the leadership, retention, perceived
progress and barriers measures. The visibility measure also showed acceptable consistency,
although it was somewhat lower than the other measures. This is reasonable because the
visibility questions asked about familiarity with several different initiatives and programs,
rather than one single workplace experience.

The detailed reliability statistics, survey item mapping, variable names and coding decisions
are provided in the technical attachment. This keeps the main report accessible while
ensuring that the analysis remains transparent and auditable.

For the purposes of the main report, the survey measures are considered suitable for
examining the relationships between leadership, barriers, visibility, perceived progress and
retention among respondents. The findings should still be interpreted as evidence of
association within the survey sample, not as proof of cause and effect across the entire
aviation and aerospace sector.

7. Key Descriptive Findings

This section summarises the main patterns in the survey before examining the relationships
between leadership, barriers, visibility, perceived progress and retention. The findings show a
mixed picture: respondents reported some evidence of inclusive leadership and perceived
progress since 2020, but also continued to report substantial barriers and only moderate
organisational attachment.

7.1 Inclusive leadership

Inclusive leadership was measured through practical workplace behaviours. These included
whether leaders ensure all voices are heard, treat suggestions from women and men equally,
address inappropriate remarks or behaviours, support flexible work without bias, recognise

women’s contributions, mentor equitably and build psychological safety.

16
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The average leadership score was 3.09 on a 0-5 scale. This indicates a moderate level of
perceived inclusive leadership across the sample. However, responses varied substantially,
suggesting that women’s experiences of leadership differ considerably across workplaces and

roles.

The practical implication is that inclusive leadership is not yet experienced consistently
across the aviation and aerospace sector. Some respondents appear to experience supportive
and inclusive leadership, while others report weaker leadership behaviours. This variation
matters because leadership is one of the most actionable areas for employers and industry
leaders.

For government and industry, the leadership findings suggest that future action should focus
on observable leadership behaviours rather than broad statements of support for diversity.
Examples include ensuring equal participation in meetings, responding quickly to
inappropriate behaviour, providing fair feedback, supporting flexibility without stigma, and
recognising women’s contributions in visible ways.

7.2 Retention and organisational connection

Retention and organisational connection were measured through questions about career
intention, job fit, connection to colleagues, organisational loyalty and pride in working for the
organisation.

The average retention score was 2.56 on a 0—5 scale. This was lower than the average
leadership and culture scores. Because higher scores indicate stronger organisational
attachment and retention intention, the result suggests that retention is a continuing issue for
women in aviation and aerospace.

This finding is important because women’s participation in the sector is not only about
attraction or entry. The sector also needs to retain women once they have entered aviation and
aerospace roles. If women experience weak organisational attachment, limited progression
opportunities or ongoing barriers, the sector risks losing skilled workers after investment has
already been made in training and experience.

The retention findings therefore support a stronger focus on workplace conditions, career
development, mentoring, leadership accountability and progression pathways.

7.3 Perceived barriers

Perceived barriers had the highest average score among the main 0—5 survey measures, with
an average score of 3.49. This indicates that respondents continue to perceive substantial
barriers to women’s entry, progression and retention in aviation and aerospace.

The barriers measured in the survey included:
e cost and time required for training;
e ongoing training demands;

e male-dominated workplace cultures;
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e historical hiring patterns;

e harassment, discrimination and double standards;

e industry uncertainty;

o work-life balance challenges, particularly after having a family; and

o limited visibility of employer gender equity and inclusion policies.

The high barriers score is consistent with the earlier Barriers to the Pipeline research, which
found that women were attracted to aviation and aerospace by passion, technical interest and
professional pride, but were discouraged by male domination, discrimination, harassment,
work-life balance concerns, training costs and limited visibility of career information and role
models.

The current findings indicate that these barriers remain relevant. They should not be treated
only as issues affecting women before they enter the sector. They are also workplace and
retention issues for women already working in aviation and aerospace.

For government and industry, this suggests that efforts to increase women’s participation need
to address both attraction and retention. Visibility campaigns and outreach programs are
important, but they need to be supported by action on workplace culture, progression
systems, flexible work, safe reporting and leadership accountability.

7.4 Visibility and awareness

Visibility and awareness were measured through respondents’ familiarity with visibility-
raising, inclusion and career development initiatives.

The average visibility score was 1.59 on a 1-3 scale, indicating low-to-moderate awareness
of named initiatives and programs. This does not mean that visibility initiatives have had no
value. Rather, it suggests that awareness is uneven and that some initiatives may not yet be
reaching women consistently across the sector.

Visibility remains important because it shapes whether women see aviation and aerospace
careers as possible, credible and sustainable. However, the findings suggest that visibility
should not be treated as a standalone communications activity. It is likely to be more effective
when connected to workplace systems and career pathways.

For example, visibility initiatives may have greater impact when they are embedded in:
e mentoring and sponsorship programs;
e school, university and early-career outreach;
e induction and training materials;
e career development processes;

e employer communications;
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o industry events and professional networks; and

e promotion of women in operational, technical and leadership roles.

The findings also suggest that visibility should show women across the full range of aviation
and aerospace careers, not only in traditionally feminised or support roles.

7.5 Perceived progress since 2020

Perceived cultural progress since 2020 had an average score of 2.82 on a 0-5 scale. This
suggests that respondents saw some progress in gender inclusion and women’s visibility, but
not enough to indicate strong or widespread confidence that the sector has changed.

This should be interpreted as a mixed result. The score does not suggest that respondents see
no progress. However, it also does not suggest that progress is yet strong, consistent or fully
embedded across workplaces.

This finding is important for policy and industry action. It suggests that initiatives since 2020
may have contributed to awareness and visibility, but that further work is needed to translate
visibility into everyday workplace change. Respondents appear to judge progress not only by
the existence of campaigns or policies, but by whether they see practical improvements in
leadership behaviour, respect, accountability, flexibility, career progression and reduction of
barriers.

7.6 Overall descriptive picture
Taken together, the descriptive findings show five key points.

First, women’s experiences of inclusive leadership are mixed. Some respondents report
positive leadership behaviours, but inclusive leadership is not yet consistent across the sector.

Second, retention and organisational connection appear weaker than would be desirable for a
sector seeking to build a sustainable female workforce pipeline.

Third, barriers remain highly visible to respondents. These barriers relate not only to entry
into aviation and aerospace, but also to women’s progression and retention once they are in
the sector.

Fourth, awareness of visibility and inclusion initiatives is low to moderate. This suggests a
need to strengthen how these initiatives are communicated, embedded and connected to
practical career support.

Fifth, perceived progress since 2020 is moderate. The sector appears to have made some
progress, but respondents do not yet report a strong or consistent sense that gender inclusion
has improved across aviation and aerospace.

Overall, the descriptive findings support the central message of this report: visibility and
awareness are important, but they need to be reinforced by inclusive leadership, transparent
progression pathways, mentoring and sponsorship, safe reporting systems, flexible work
practices and occupation-specific action.
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8. Evidence on Key Relationships

This section examines how the main survey areas relate to each other. The analysis focuses
on whether women who reported more inclusive leadership also reported stronger retention
and more positive perceptions of cultural progress, and whether women who perceived
stronger barriers reported weaker retention and weaker perceptions of progress.

The results should be interpreted as evidence of association within the survey sample. They
do not prove cause and effect. However, they provide useful evidence for government and
industry because they show which workplace and sector factors are most closely linked with
women’s organisational attachment, retention intention and perceptions of gender inclusion
progress.

Overall, the findings are clear. Inclusive leadership is strongly linked with retention and
perceived cultural progress. Barriers are linked with weaker retention and weaker perceptions
of progress. Visibility also appears to matter, particularly for perceived progress since 2020.

8.1 Inclusive leadership is strongly linked with retention

The strongest result in the analysis is the relationship between inclusive leadership and
women’s organisational attachment and retention intention.

Women who rated their workplace leadership as more inclusive were much more likely to
report stronger connection to their organisation and stronger intention to remain. This means
that leadership is not a peripheral issue. It is closely connected to whether women feel they
belong, whether they see a future in their organisation, and whether they are likely to stay.

This finding has direct implications for employers and industry leaders. Inclusive leadership
should not be treated only as a values statement or a diversity policy commitment. It should
be treated as a practical workforce retention issue.

The leadership behaviours measured in the survey are practical and observable. They include
ensuring all voices are heard, treating suggestions from women and men equally, responding
to inappropriate behaviour, supporting flexible work without bias, recognising women’s
contributions, mentoring equitably and building psychological safety.

The result suggests that organisations seeking to retain women in aviation and aerospace
should focus on the everyday leadership behaviours that shape women’s experience of work.

8.2 Inclusive leadership is also linked with perceived progress since 2020

Inclusive leadership was also positively associated with perceptions of gender inclusion
progress since 2020.

Respondents who reported more inclusive leadership were more likely to say that gender
inclusion and women’s visibility in aviation and aerospace had improved. This is important
because it suggests that women judge sector progress not only by the existence of campaigns,
policies or public commitments, but also by what they experience in their workplaces.
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For government and industry, this means that leadership behaviour is one of the ways broader
inclusion efforts become credible. Visibility initiatives and policy commitments may raise
awareness, but women are more likely to perceive real progress when they also experience

inclusive leadership in their day-to-day work.

This finding supports continued investment in leadership capability, especially for managers,
supervisors, instructors, mentors and senior decision-makers who directly influence
workplace culture and career progression.

8.3 Barriers are linked with weaker perceptions of progress

The analysis found that women who perceived stronger barriers were less likely to report
positive progress in gender inclusion since 2020.

This is a critical finding for policy and industry action. It indicates that barriers are not just
background issues. They shape how women assess whether the sector is genuinely changing.

The barriers measured in the survey include training cost and time, male-dominated
workplace cultures, historical hiring patterns, harassment, discrimination, double standards,
work-life balance challenges, industry uncertainty and limited visibility of employer gender
equity and inclusion policies.

Where these barriers remain visible, women are less likely to view the sector as having made
meaningful progress. This suggests that progress should not be measured only through
campaign activity, participation numbers or statements of commitment. It should also be
measured through whether women experience fewer barriers in practice.

For government and industry, the message is that inclusion progress needs to be assessed
against workplace conditions and career outcomes, not only against awareness-raising
activity.

8.4 Barriers are also linked with weaker retention

The analysis also found that women who perceived stronger barriers tended to report weaker
organisational attachment and retention intention.

This finding reinforces an important point: barriers are not only entry barriers. They are also
retention risks.

Aviation and aerospace organisations invest significantly in training, experience and
workforce capability. If women encounter persistent barriers after entering the sector, the
sector risks losing skilled workers and weakening its future workforce pipeline.

This is particularly important for operational and technical roles where training pathways can
be long, costly and highly specialised. Addressing barriers is therefore not only a matter of
fairness. It is also a practical workforce sustainability issue.

Employers should therefore treat barriers such as poor flexibility, biased progression, unclear
career pathways, discrimination, harassment and lack of visible inclusion policies as risks to
retention and capability.

21



SWI N SWINBURNE
B U UNIVERSITY OF
TECHNOLOGY

*NE =
8.5 Visibility supports perceptions of progress and may support retention

Visibility and awareness were positively associated with perceived progress since 2020. In
the broader analysis, visibility was also positively associated with retention when considered
alongside leadership and barriers.

This suggests that visibility matters, but its value is likely to be strongest when it is connected
to workplace systems and career support.

For example, visibility initiatives are more likely to have practical impact when they are
linked to mentoring, sponsorship, career pathway information, leadership development,
school and university outreach, professional networks and employer accountability.

The survey results therefore support continuing visibility work, but also strengthening how
visibility initiatives are embedded in the sector. Visibility should not only show that women
are present in aviation and aerospace. It should show women in operational, technical,
leadership and decision-making roles, and it should connect that representation to real
pathways for entry, progression and retention.

8.6 Barriers did not reduce the importance of inclusive leadership

The analysis also examined whether inclusive leadership mattered less when perceived
barriers were high. The data did not support this pattern. Inclusive leadership remained
strongly linked with retention, even after barriers were considered. This does not mean that
barriers are unimportant. Barriers remain negatively associated with retention and perceived
cultural progress. Rather, it means that the survey did not show that barriers reduce the
benefit of inclusive leadership in the specific way tested.

This is a useful finding for government and industry. It suggests that improving leadership
capability may support women’s retention even in parts of the sector where broader barriers
remain. At the same time, leadership improvement should not be used as a substitute for
addressing structural barriers. Both are needed.

In practical terms, the finding supports a two-part approach: first, continue to strengthen
inclusive leadership because it is strongly linked with women’s retention; second, continue to
reduce structural and cultural barriers because they remain linked with weaker retention and
weaker perceptions of progress.

8.7 Overall interpretation

The analysis provides a consistent message: women’s retention and perceptions of progress
are closely connected to what they experience in the workplace.

Inclusive leadership is the strongest and most consistent positive factor in the analysis.
Barriers remain a significant negative factor. Visibility is also important, particularly when it
is connected to practical career pathways and organisational systems.

For government and industry, the findings suggest that action should focus on three
connected areas.
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First, strengthen inclusive leadership capability across aviation and aerospace workplaces.

Second, reduce the barriers that continue to affect women’s entry, progression and retention.

Third, embed visibility initiatives into workplace systems, mentoring, sponsorship and career
development pathways.

The evidence indicates that visibility and awareness are important, but they are not enough on
their own. Sustainable change depends on whether women experience aviation and aerospace
workplaces as fair, respectful, supportive and able to offer clear pathways for long-term
careers.

9. Role-based Patterns and Occupational Interpretation

Women’s experiences in aviation and aerospace are not the same. The sector includes a wide
range of occupations, including pilots, aeronautical and avionics engineers, air traffic control,
airport operations, safety and compliance, business and commercial roles, maintenance, IT,
planning and other functions. These roles differ in their training pathways, work patterns,
career structures, workplace cultures and levels of female representation.

The survey includes respondents from across this range of roles. Pilots form the largest
occupational group in the sample, followed by aeronautical and avionics engineers, other
aviation and aerospace roles, air traffic control, safety/regulatory/compliance roles,
business/commercial/finance/marketing roles, airport management and operations,
maintenance, IT and planning.

Because some occupational groups are small, the role-based findings should be interpreted
cautiously. The results are useful for identifying indicative patterns and areas for further
attention, but they should not be treated as definitive evidence that one occupation is more or
less inclusive than another.

9.1 Why role-based interpretation matters

Role-based analysis is important because barriers and leadership experiences can differ across
occupational areas.

For example, a woman working as a pilot may experience barriers linked to training cost,
rostering, career breaks, command progression, operational culture and return-to-work
pathways. A woman working in engineering or maintenance may experience barriers linked
to technical workplace culture, workshop or site environments, apprenticeship pathways,
equipment and facilities, or access to senior technical mentors. A woman in air traffic control,
compliance, airport operations, planning, IT or commercial roles may experience different
patterns of shift work, progression, occupational identity, visibility and leadership support.

This means that sector-wide initiatives should not assume there is a single female aviation
and aerospace experience. A common leadership and culture agenda is needed across the
sector, but it should be supported by occupation-specific actions where barriers are different.
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9.2 Main occupational groups in the sample

The largest occupational group in the survey is pilots, representing just over one-third of
respondents. This gives the survey a strong operational perspective and reflects the continued
importance of pilot pathways in discussions about women’s participation in aviation and
aerospace.

The second largest occupational group is aeronautical and avionics engineers. This group is
important because engineering remains one of the technical areas where women have
historically been under-represented. The survey also includes respondents from air traffic
control, safety/regulatory/compliance, business/commercial/finance/marketing, airport
management and operations, maintenance, [T, planning and other aviation and aerospace
roles.

For reporting purposes:
o Engineer refers to Aeronautical / Avionics Engineer.
e Maintenance refers to Aircraft Maintenance Technician / Engineer.
e Planning refers to Planning / Scheduling / Operations Control.
e IT refers to IT / Systems / Automation.

Maintenance, planning and IT have very small respondent numbers in this survey. They
should therefore be included in descriptive tables but not used as the basis for strong
conclusions.

9.3 Indicative role-based patterns

The analysis suggests that perceptions of culture, visibility and barriers may vary by role.
This is expected in a sector as diverse as aviation and aerospace. Different occupations have
different work settings, training systems, team structures and leadership models.

For example, women in roles with stronger exposure to visibility initiatives, professional
networks or mentoring may report higher awareness of inclusion and career development
activities. Women in roles where female representation remains very low may report stronger
barriers or weaker perceptions of progress. Women in roles with clearer progression
structures may experience career pathways differently from women in roles where
progression depends more heavily on informal networks or sponsorship.

These patterns should be interpreted as signals for further attention rather than as final
comparisons between occupations. The survey sample is not large enough to support detailed
claims for every occupational group. However, the results are sufficient to show that
occupation matters and that women’s experiences should not be treated as identical across the
sector.
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9.4 Role-specific barriers

The survey included role-specific barrier questions for several occupational groups. These
questions are useful because they recognise that women’s barriers are not always the same
across aviation and aerospace roles.

Role-specific barriers were calculated where corresponding survey blocks were available and
where sample sizes allowed meaningful interpretation. The main report treats these findings
as supplementary. Detailed role-specific barrier results are included in the Technical
Attachment.

This approach is appropriate because several occupational groups are small. Presenting
detailed role-by-role statistical comparisons in the main report could give a false impression
of precision. Instead, the main report uses the role-based findings to support a practical
conclusion: actions to improve women’s participation, progression and retention should
include occupation-specific responses.

9.5 Implications for government and industry
The role-based findings point to the need for a combined approach.

At the sector level, government and industry should continue to promote common
expectations for inclusive leadership, respectful workplace culture, safe reporting, mentoring,
sponsorship, flexible work and transparent progression.

At the occupational level, employers and industry bodies should identify the specific barriers
that affect women in different roles. This may include:

o pilot pathways, including training cost, rostering, command progression, career breaks
and return-to-work support;

e engineering and maintenance pathways, including technical mentoring, apprenticeship
support, workplace facilities, site culture and access to senior technical roles;

e air traffic control and operational roles, including shift design, career progression,
fatigue management and support for flexible work;

e airport operations, safety, compliance and planning roles, including transparent
progression criteria and leadership pathways;

e business, commercial, finance and marketing roles, including access to senior
decision-making and cross-functional progression opportunities; and

e IT and automation roles, including visibility of women in emerging technical and
digital aviation functions.

The key message is that occupation-specific barriers require occupation-specific responses. A
single sector-wide campaign will not be sufficient if the practical barriers women face differ
across roles.

25



SWI N SWINBURNE
B U UNIVERSITY OF
TECHNOLOGY

*NE =
9.6 Overall interpretation

The role-based findings reinforce one of the central messages of the report: women’s
experiences in aviation and aerospace are shaped by both sector-wide culture and occupation-
specific conditions.

A common leadership and culture framework can help set expectations across the sector.
However, that framework should be implemented in ways that reflect the realities of different
aviation and aerospace roles.

For government and industry, this means moving from broad statements about women in
aviation and aerospace to targeted actions that reflect different pathways, work environments
and career structures. This approach is more likely to support not only entry into the sector,
but also long-term retention, progression and leadership.

10. Discussion

The survey findings provide a clear message for government and industry: women’s retention
and progression in aviation and aerospace depend not only on attracting women into the
sector, but on the quality of the workplace experience once they are there.

The evidence shows that inclusive leadership is strongly linked with women’s organisational
attachment and retention intention. It is also linked with more positive perceptions of gender
inclusion progress since 2020. At the same time, perceived barriers remain high and are
linked with weaker retention and weaker perceptions of progress. Visibility also matters, but
its impact is likely to be strongest when it is connected to practical workplace systems, career
pathways and leadership accountability.

Taken together, these findings suggest that the next stage of action should focus on moving
from visibility to embedded workplace change.

10.1 Leadership is central to retention

The strongest finding in the survey is the relationship between inclusive leadership and
retention. Women who reported more inclusive leadership also reported stronger
organisational connection and stronger intention to remain.

This has direct workforce implications. Aviation and aerospace roles often require specialised
training, technical capability and long-term experience. When women leave, the sector loses
skills, knowledge and future leadership potential. Retention is therefore a critical part of
workforce planning.

The findings suggest that inclusive leadership should be treated as a retention lever. It should
not be seen only as a diversity value or a human resources issue. Leaders influence whether
women feel heard, respected, recognised and supported. They also influence whether women
believe they can progress and whether they see a long-term future in their organisation.
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Practical leadership behaviours matter. These include ensuring equal voice in discussions,
addressing inappropriate behaviour, supporting flexible work without bias, mentoring
equitably, recognising women’s contributions and building psychological safety. These
behaviours are within the control of employers and can be built into leadership capability

frameworks, performance expectations and management development.
10.2 Barriers remain a workforce risk

The survey shows that perceived barriers remain substantial. These barriers include male-
dominated workplace cultures, training cost and time, historical hiring patterns, harassment
and discrimination, double standards, work-life balance challenges, industry uncertainty and
limited visibility of employer gender equity and inclusion policies.

These barriers should not be treated only as issues affecting potential entrants. They also
affect women already working in aviation and aerospace. When women perceive strong
barriers, they are less likely to report positive cultural progress and less likely to report strong
organisational attachment and retention intention.

For government and industry, this means barriers should be treated as workforce risks. They
can affect recruitment, retention, progression, productivity, safety culture and leadership
pipelines. Reducing barriers is therefore not only about fairness. It is also about protecting
and strengthening sector capability.

The earlier Barriers to the Pipeline research showed that many women are drawn to aviation
and aerospace by passion, technical interest, professional pride and opportunity. However,
passion alone is not enough to retain women if workplace systems and cultures continue to
create barriers. The current survey reinforces this point. Women may be attracted to the
sector, but retention depends on whether they experience a workplace that supports them to
stay and progress.

10.3 Visibility is important but must be connected to action

The survey shows low-to-moderate awareness of named visibility, inclusion and career
development initiatives. Visibility was positively associated with perceived progress since
2020 and also appeared to support retention when considered alongside leadership and
barriers.

This suggests that visibility remains important. Women and girls need to see aviation and
aerospace as realistic, diverse and accessible career pathways. Current workers also need to
see women represented in technical, operational, leadership and decision-making roles.

However, visibility should not be treated as a standalone communications activity.
Campaigns, profiles and public messaging are more likely to have lasting value when they
are connected to practical support. This includes mentoring, sponsorship, transparent career
pathways, leadership development, training access, return-to-work support and safe reporting
systems.
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Visibility also needs to avoid reinforcing narrow stereotypes. The literature review shows that
women are often over-represented in service-oriented or sexualised portrayals, while men are
more often shown in pilot, leadership or technical roles. Visibility initiatives should therefore
present women across the full range of aviation and aerospace careers, including pilots,
engineers, maintenance professionals, air traffic controllers, airport leaders, safety specialists,

planners, IT specialists, executives and entrepreneurs.
10.4 Progress since 2020 is visible but incomplete

Respondents reported moderate perceived progress in gender inclusion since 2020. This
suggests that some change is being observed, but not consistently or strongly enough to
indicate that gender inclusion is embedded across the sector.

This is an important finding for policy. It suggests that initiatives since 2020 have raised
awareness and visibility, but that further work is needed to translate awareness into workplace
change. Women appear to judge progress by practical experience: whether leaders act
inclusively, whether barriers reduce, whether career pathways are visible, whether flexible
work is supported, and whether inappropriate behaviour is addressed.

For government and industry, this means success should be measured through workplace
outcomes as well as program activity. Measures of progress could include women’s retention,
promotion, leadership participation, access to mentoring and sponsorship, confidence in
reporting systems, use of flexible work without penalty, and perceptions of inclusive
leadership.

10.5 Leadership and structural reform are both needed

The survey found that barriers did not weaken the positive relationship between inclusive
leadership and retention in the expected way. In practical terms, inclusive leadership
remained strongly linked with retention even when barriers were considered.

This is useful for action. It suggests that leadership improvement can support retention even
while broader structural barriers remain. Employers do not need to wait for every sector-wide
barrier to be solved before strengthening leadership capability.

At the same time, leadership improvement is not a substitute for structural reform. Barriers
remain negatively linked with retention and perceived progress. This means that
organisations need to work on both fronts: improve leadership behaviours and reduce the
structural barriers that limit women’s participation and progression.

A practical approach would combine:
o leadership capability and accountability;
e mentoring and sponsorship;
e transparent career pathways;

o flexible work and return-to-work support;
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o safe reporting and response systems;

e occupation-specific barrier reduction; and
e ongoing measurement of culture and retention outcomes.
10.6 A sector-wide agenda with occupation-specific action

The role-based findings show that women’s experiences vary across aviation and aerospace
roles. This matters because barriers are not identical across the sector. A pilot, engineer,
maintenance technician, air traffic controller, airport operations manager, compliance
professional, planner or IT specialist may face different training systems, work patterns,
career structures and workplace cultures.

A sector-wide framework is still needed. All women should be able to expect respectful
workplaces, inclusive leadership, fair progression, safe reporting and equal access to
development opportunities. However, implementation should be tailored to the realities of
different occupations. This combined approach is more likely to support long-term change
than a single sector-wide message applied uniformly across all roles.

10.7 Implications for government and industry
The findings point to three priorities for future action.

First, government and industry should continue visibility and awareness efforts, but connect
them more directly to career pathways, mentoring, sponsorship and workplace accountability.

Second, employers should treat inclusive leadership as a core workforce capability.
Leadership behaviours that support inclusion should be built into training, performance
expectations, promotion criteria and culture measurement.

Third, barriers should be treated as retention and progression risks. This requires action on
flexible work, career transparency, safe reporting, discrimination and harassment, mentoring,
sponsorship and occupation-specific workplace conditions.

The survey shows that women’s experiences of aviation and aerospace are shaped by what
happens in workplaces. Visibility can open the door, but leadership and culture influence
whether women stay, progress and lead.

11. Recommendations

The recommendations below are designed to support practical action by government, industry
bodies and aviation and aerospace employers. They reflect the main findings of the survey:
inclusive leadership is strongly linked with women’s retention, perceived barriers remain
substantial, visibility is important but needs to be connected to workplace systems, and
women’s experiences differ across occupational groups.

The recommendations are intended to help move the sector from awareness and commitment
to implementation and measurable change.
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Recommendation 1: Establish a sector-endorsed inclusive leadership framework

Government and industry should support the development of a clear inclusive leadership
framework for aviation and aerospace. The framework should translate broad inclusion
principles into practical behaviours that leaders can understand, apply and be held
accountable for.

The framework should cover behaviours such as:

e ensuring women’s voices are heard in meetings and decision-making;

treating suggestions from women and men equally;

e addressing inappropriate remarks or behaviours promptly;

o supporting flexible work without bias or career penalty;

e recognising women’s contributions publicly;

e mentoring and sponsoring women equitably;

e disrupting exclusionary behaviour; and

e building trust and psychological safety in mixed-gender teams.

The framework should be designed for use across different types of aviation and aerospace
organisations, including airlines, airports, regulators, air navigation services, training
organisations, manufacturers, engineering and maintenance providers, professional services
and industry associations.

The purpose is not to create another general statement of support for diversity. The purpose is
to define what inclusive leadership looks like in practice and how it can be measured.

Recommendation 2: Link leadership accountability to culture and retention outcomes

Employers should monitor leadership and culture indicators alongside workforce outcomes
such as retention, progression and promotion.

This could include regular staft surveys or pulse checks on:
e inclusive leadership behaviours;
o mental health;
e confidence in reporting systems;
e access to mentoring and sponsorship;
o fairness of promotion and development opportunities;
o ability to use flexible work without stigma;
e experiences of bias, exclusion, harassment or discrimination; and

e intention to remain with the organisation.
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Results should be reviewed by senior leadership and used to guide action. Where possible,
organisations should examine results by gender, occupational group, career stage and work

location, while protecting confidentiality.

Government and industry bodies could support this by promoting common indicators or a
voluntary reporting framework. This would help organisations track progress over time and
identify where targeted action is needed.

Recommendation 3: Strengthen mentoring and sponsorship for women in operational
and technical roles

The literature and survey findings both point to the importance of role models, mentoring and
sponsorship. Aviation and aerospace organisations should strengthen structured support for
women, particularly in operational and technical roles where women remain under-
represented.

Mentoring should support career guidance, confidence, network-building and navigation of
workplace culture. Sponsorship should go further by helping women access opportunities,
visibility, promotion pathways and leadership preparation.

Programs should be structured, visible and linked to career development systems, rather than
relying only on informal relationships. This is particularly important in operational and
technical areas where women may have fewer senior women available as informal role
models or sponsors.

Recommendation 4: Make career pathways and progression criteria more transparent

Employers and industry bodies should improve transparency around career pathways,
promotion criteria, training requirements and progression opportunities.

This is particularly important in roles where progression can depend on informal networks,
sponsorship, access to experience, or discretionary decision-making. Lack of clarity can
disadvantage women if they have less access to informal information or influential networks.

Actions could include:
e publishing clear career pathway maps;
o explaining training, licensing or qualification requirements;
o clarifying promotion and selection criteria;
o providing examples of different career routes;
e improving access to development opportunities;
o ensuring fair allocation of acting, leadership or stretch assignments; and
e reviewing promotion processes for bias.

Transparent pathways can help women understand how to progress and help managers make
fairer decisions.
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Recommendation 5: Embed visibility initiatives into workplace and career systems

Visibility initiatives should continue, but they should be connected more directly to
workplace systems and career pathways.

Visibility should not only show that women are present in aviation and aerospace. It should
show women in a full range of roles, including technical, operational, regulatory, leadership,
commercial, digital and entrepreneurial roles.

To increase impact, visibility initiatives should be embedded into:
e induction and onboarding;
e mentoring and sponsorship programs;
o leadership development;
e school, university and early-career outreach;
o industry events and professional networks;
e employer communications;
e recruitment campaigns;
e training and career development materials; and
e return-to-work and career transition support.

Government and industry should also consider how visibility initiatives reach women already
working in the sector, not only students or prospective entrants. The survey indicates that
awareness of named initiatives is low to moderate, suggesting that communication and
integration could be strengthened.

Recommendation 6: Treat barriers as retention risks, not only recruitment risks

The survey shows that perceived barriers remain substantial and are linked with weaker
retention and weaker perceptions of progress. Employers should therefore treat barriers as
risks to retention, progression and workforce capability.

Key barriers requiring action include:
o male-dominated workplace cultures;

harassment, discrimination and double standards;

e unclear gender equity and inclusion policies;

e limited access to flexible work;

o work-life balance challenges after having a family;
e historical hiring and promotion patterns;

e training cost and time;
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o lack of role models and mentors; and

e uncertainty around career stability.

This requires a shift in focus. It is not enough to encourage more women to enter aviation and
aerospace if workplace conditions make it difficult for women to remain and progress.

Recommendation 7: Develop occupation-specific action plans

Government, industry bodies and employers should recognise that women’s experiences
differ across aviation and aerospace roles. A sector-wide leadership and culture agenda is
needed, but implementation should be tailored to different occupational pathways.

Occupation-specific action plans could address:

o Pilot pathways: training cost, rostering, command progression, pregnancy and
parental leave, career breaks, return-to-work pathways and access to role models.

o Engineering and maintenance pathways: technical mentoring, apprenticeship
support, facilities and equipment, site culture, access to senior technical roles and fair
allocation of technical opportunities.

e Air traffic control and operational roles: shift design, fatigue management,
progression pathways, flexibility and team culture.

e Airport operations, safety, compliance and planning: leadership development,
transparent progression, cross-functional mobility and professional recognition.

o Business, commercial, finance, marketing and corporate roles: access to senior
decision-making, leadership pipelines and cross-functional progression.

This approach would allow sector-wide priorities to be translated into practical actions that
reflect the conditions of different workforces.

Recommendation 8: Improve safe reporting and response systems

Organisations should review whether their reporting systems for harassment, discrimination,
bullying and exclusionary behaviour are trusted, timely and effective.

The survey’s leadership and barriers findings point to the importance of leaders addressing
inappropriate behaviour and disrupting exclusionary practices. Reporting systems need to
support this by ensuring that concerns can be raised safely and that responses are visible and
credible. A safe reporting system is essential for a culture of respect. Without trusted
reporting and response, policies may exist on paper but fail to change workplace experience.

Recommendation 9: Support flexible work and career continuity without penalty

Flexible work and career continuity are important for retention, particularly for workers with
caring responsibilities or those returning from leave.
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Aviation and aerospace roles often involve operational requirements, shift work, licensing
obligations and safety-critical responsibilities. This can make flexibility more complex than
in some other sectors. However, complexity should not be treated as a reason for inaction.

Employers should review how flexible work, parental leave, career breaks and return-to-work
arrangements operate in practice. This includes whether women feel able to use flexibility
without being seen as less committed or less suitable for progression.

Recommendation 10: Establish ongoing monitoring and review

Government and industry should support regular monitoring of women’s experiences in
aviation and aerospace. A one-off survey provides useful evidence, but cultural change needs
to be tracked over time.

Future monitoring could examine:
e inclusive leadership;
e retention intention;
e progression and promotion;
e visibility and awareness;
e mentoring and sponsorship access;
e experiences of barriers;
e confidence in reporting systems;
o flexible work access and outcomes; and
e occupation-specific trends.

Where possible, repeated surveys should use consistent measures so that progress can be
assessed over time. This would help government and industry understand whether initiatives
are producing measurable improvements and where further action is needed.

12. Limitations, Interpretive Cautions and Conclusion

This report provides timely evidence on women’s experiences of leadership, culture, barriers,
visibility and retention in the aviation and aerospace sector. The findings are useful for
government and industry because they identify practical areas where workplace action can
support women'’s participation, progression and retention. At the same time, several
interpretive cautions should be noted.

The survey is based on 129 valid responses from women with aviation and aerospace industry
experience. This provides a meaningful evidence base for examining the experiences of
women in the sector, particularly in relation to leadership, barriers, visibility and retention.
However, the sample should not be interpreted as a fully representative sample of all women

34



SWI N SWINBURNE

BUR  EReES

*NE *
working across every aviation and aerospace occupation in Australia. Some occupational
groups are well represented, particularly pilots and aeronautical/avionics engineers, while
others have smaller numbers. As a result, role-based findings should be treated as indicative

rather than definitive, especially for maintenance, planning and IT roles.

The survey is cross-sectional, meaning it captures respondents’ views at one point in time.
The analysis identifies important relationships between inclusive leadership, barriers,
visibility, perceived progress and retention intention, but it cannot prove cause and effect. For
example, the survey shows that women who report more inclusive leadership also tend to
report stronger organisational attachment and retention intention. This is an important
relationship for policy and industry action, but the survey alone cannot prove that leadership
caused stronger retention. The findings should therefore be interpreted as evidence of
association within the survey sample.

The report also uses the earlier Barriers to the Pipeline research as contextual background
rather than as a strict statistical baseline. The current survey builds on that earlier work, but
the survey instruments are not identical. This means comparisons with 2020 should be framed
carefully. The earlier research helps identify persistent themes, such as male-dominated
workplace cultures, discrimination, harassment, work-life balance pressures, training costs
and limited visibility of role models and career information. The current survey extends this
discussion by focusing more directly on leadership, workplace culture, perceived progress
and retention.

The measures used in the survey are based on self-reported responses. This is appropriate for
a study concerned with lived experience and perceptions of workplace culture, but responses
may be influenced by individual workplace context, career stage, role, recent experiences and
interpretation of survey items. For this reason, the results should be read as evidence of how
respondents experience and perceive the sector, rather than as an administrative measure of
organisational performance.

The visibility measure also requires careful interpretation. It captures awareness and
familiarity with named visibility, inclusion and career development initiatives. It may not
capture all forms of local, informal or organisation-specific visibility activity. Low-to-
moderate awareness of named initiatives therefore does not necessarily mean that visibility
work has no value. It suggests that awareness may be uneven and that visibility initiatives
may need to be better embedded in workplaces, career systems and sector communication
channels.

Despite these cautions, the overall pattern of findings is clear and policy-relevant. Inclusive
leadership is strongly associated with women’s organisational attachment and retention
intention. Leadership is also associated with more positive perceptions of gender inclusion
progress since 2020. Perceived barriers remain substantial and are associated with weaker
perceptions of progress and weaker retention. Visibility is positively associated with
perceived progress and appears to support retention when considered alongside leadership
and barriers.
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The central conclusion is that leadership and culture are enabling conditions for sustained
change in aviation and aerospace. Visibility, outreach and awareness initiatives remain
important, but they are unlikely to deliver long-term workforce outcomes unless women also

experience workplaces that are fair, respectful, safe and supportive of progression.

For government and industry, the findings point to a practical direction. The sector should
continue to promote aviation and aerospace careers to women and girls, but it must also
strengthen the workplace conditions that allow women to remain and progress. This means
investing in inclusive leadership capability, mentoring and sponsorship, transparent career
pathways, safe reporting systems, flexible work practices, and occupation-specific action in
areas where women remain under-represented. The core message is that visibility can help
open the door to aviation and aerospace careers, but inclusive leadership and workplace
culture determine whether women can stay, progress and lead.
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Appendix A: Questionnaire
Demographics

Q1. Gender
What is your gender?

e Male
e Female
e Prefer not to say

e Prefer to self-describe:

Q2. Age Group
What is your age group?

e Under 18 years
o 18-29 years
e 30-39 years
e 40-49 years
e 50-59 years

e 60 years and above

Q3. Are you a full-time student?

e Yes
e« No

Q4. Have you ever worked in the aviation or aerospace industry?

e Yes
e No (skip to end)

QS. Highest Education Level Completed or currently pursuing
What is the highest level of education you have completed (choose the level you have
completed for currently pursuing)?

e Below Year 12 (did not complete secondary school)
e Completed Year 12 or equivalent (secondary school certificate)
e Vocational Education and Training (e.g., Certificate, Diploma, Advanced Diploma)

e Bachelor’s degree (undergraduate)
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Master’s degree
Doctoral degree (PhD, professional doctorate)

Other (please specify):

Q6. Current Employment Status

SN
BUR
» NE»

SWINBURNE
UNIVERSITY OF
TECHNOLOGY

What is your current employment status? (please choose multiple options applicable to you)

Previously employed (skip Q7)

Employed (for wages/salary) (skip Q8)
Self-employed (skip Q8)

Unemployed (seeking work) (skip Q7)
Unemployed (not seeking work) (skip Q7)
Retired (skip Q7)

Homemaker/Caring Responsibilities (skip Q7)
On sabbatical / career break (skip Q7)

Other (please specify):

Q7. Current Employment Type
If you are currently employed, what is your main type of employment?

Full-time (usually 35 hours or more per week)
Part-time (usually less than 35 hours per week)
Casual / Temporary

Fixed-term Contract

Other (please specify):

Q8. Previous Employment Type
For your previous employment, what was your main type of employment?

Full-time (usually 35 hours or more per week)
Part-time (usually less than 35 hours per week)
Casual / Temporary

Fixed-term Contract

Other (please specify):
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Q9. Aviation / Aerospace Experience

How many years have you worked in the aviation or aerospace sector (including part-time

employment, excluding internships, study-related work experience)?

Less than 1 years
1-5 years

6—-10 years
11-14 years
15-19 years

20 years or more

Q10. Sector of Employment (check RMIT’s sectors - 2020)
Which sector of the aviation or aerospace industry did/do you primarily work in?

Airline

Airport / Airport Operations

Air Traffic Control / Air Navigation Services

Aviation Regulation / Government

Safety Authority Security-related Body

Aviation Training / Education

Aircraft Manufacturing / Design / Engineering

Maintenance, Repair & Overhaul (MRO)

Aviation Support Services (ground handling, cargo, fueling, etc.)
Aviation focused marketing and event management business

Aviation consultancy firm (such as strategy consultancy, or regulatory compliance
adviser, engineering consultancy)

Other (please specify):

Q11. Role / Occupation
What is your primary role, job title or function in the sector you selected (choose the most
appropriate one)?

Commercial Pilot (Aeroplane Pilot, Helicopter Pilot, Flight Instructor, etc.)
Air Traffic Controller

Aircraft Maintenance Technician / Engineer

40



SWI N SWINBURNE
BUR |sssns
*NE *

e Aecronautical / Avionics Engineer

e Airport Manager / Operations Manager

e Ground Handling / Ramp / Baggage / Cargo Operator

o Safety / Regulatory / Compliance Officer

e Planning / Scheduling / Operations Control

e Business / Commercial / Finance / Marketing

e IT/Systems / Automation

e Other (please specify):

Q12. Caring Responsibilities

Do you currently, or have you previously, had responsibility for providing care or support to a
family member or someone in need of assistance (due to young age, old age, disability, or
other health problems)?

e Yes, currently
e Yes, previously but not anymore

e No, never

Leadership

Leadership Behaviours in Practice

Q13. This section asks about leadership behaviours you have observed in your current
workplace. Please indicate how strongly you agree or disagree with each statement below
about leadership in your workplace. Please move the slider on the ruler to indicate your level
of agreement: where

1 = Strongly Disagree

2 = Disagree
3 = Neutral
4 = Agree

5 = Strongly Agree
Q14. Inclusive Communication

My leader ensures all voices are heard in discussions.

My leader ensures everyone has airtime in meetings.

My leader treats suggestions from women and men equally.

My leader encourages diverse perspectives before making decisions.
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Q15. Respect & Accountability

My leader addresses inappropriate remarks or behaviours immediately.
My leader provides constructive feedback fairly to all genders.

My leader models inclusive behaviour in everyday interactions.

My leader supports flexible work arrangements without bias.

Q16. Recognition & Support

e My leader mentors both male and female staff equitably.

e My leader recognises contributions from women in public settings.

e My leader actively disrupts exclusionary behaviours.

e My leader promotes trust and psychological safety in mixed-gender teams.

Career Intention and Organisational Connection

The following questions relate to your career intentions and connection with your current
organisation.
Please move the slider on the ruler to indicate your level of agreement: where

1 = Strongly Disagree; 2 = Disagree; 3 = Neutral; 4 = Agree; 5 = Strongly Agree

Q17. Future Career
How many years do you intend to remain in your current organisation?
(Please move the slider to select a number between 1 and 20 years.)

Q18. Career Intention

For the following statements, please move the slider on the ruler to indicate how much you
agree or disagree with each statement, where

1 = Strongly Disagree 2 = Disagree 3 =Neutral 4= Agree 5 = Strongly Agree

I often think about quitting this organisation.

I would leave if [ were offered a similar job elsewhere.

I am actively looking for other job opportunities.

I am planning to change my career in the next few years.

Q19. Job Embeddedness

o [ feel connected to my colleagues and team.

e My current job fits well with my career goals.

e Leaving this organization would disrupt my personal or professional ties.
e I would lose valuable opportunities if I left this job.

Q20. Affective Commitment

o [ feel a strong sense of loyalty to this organization.
e T am proud to tell others I work here.
o This organization has a great deal of personal meaning for me.
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Q21. Barriers for Women’s Entry and Progression in Aviation
** Participants will only see the question on barriers related to the role/occupation in Q9.

The following statements describe possible barriers for women at different stages of their
aviation careers.

Please indicate the extent to which you believe each barrier is present in your workplace or in
the aviation industry more broadly. Please move the slider on the ruler where:

1 = Not at all present 2 = Slightly present 3 = Somewhat present 4 = Moderately
present 5 = Highly present

Commercial Pilot (Aeroplane Pilot, Helicopter Pilot, Flight Instructor, etc.)

Barriers to Entry

e The high cost of flight training, licensing, and ratings limits women’s ability to begin
a flying career.

e There are few visible female flight instructors or mentors or role models.

¢ Flight-school and simulator environments are often perceived as male-dominated.

Barriers to Mid-Career Progression

e Women receive fewer opportunities to progress to Captain or Check Pilot training.

e Performance evaluations and promotion decisions for command upgrades are
influenced by gender bias.

e Rostering patterns and limited flexibility make it difficult to accumulate required
experience for promotion.

Barriers to Leadership

e Women are under-represented in Chief Pilot roles.

e Female Captains and training leaders face greater scrutiny or credibility challenges
than male peers.

e Leadership pathways within flight operations lack structured gender-equity or
mentoring programs.

Air Traffic Control

Barriers to Entry

e Recruitment testing and psychometric assessments are perceived to favour male
candidates.

e Public awareness of air-traffic control as a career option for women is low.

e Training at ATC academies can feel competitive and unwelcoming to women.
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Barriers to Mid-Career Progression

e Women are less likely to be selected for Tower Supervisor or Training Controller
positions.

e Shift-roster demands and caring responsibilities limit opportunities for development.

¢ Informal mentoring networks in control centres often exclude women.

Barriers to Leadership

e Operations-management roles in ATC remain dominated by men.

e Women in supervisory or Centre Manager roles face credibility bias during
operational decisions.

e Leadership appointments are often made through informal nominations rather than
open, merit-based processes.

Aircraft Maintenance Technician / Engineer

Barriers to Entry

e Apprenticeship and maintenance-training hangars are heavily male-dominated
environments.

e Stereotypes about physical strength and 'dirty work' discourage women from
maintenance careers.

e A lack of inclusive facilities (uniforms, amenities) limits comfort for women joining
maintenance teams.

Barriers to Mid-Career Progression

e Women receive fewer opportunities for advanced licence training or aircraft-type
endorsements.

e [Lead-technician or Shift-supervisor positions are commonly assigned to men.

e Technical competence assessments may be influenced by gender bias.

Barriers to Leadership

e Few women progress to Maintenance-Manager or Engineering-Manager roles.

e Leadership selection undervalues mentoring and communication skills relative to
tenure.

e The culture in maintenance hangars remains resistant to women in authority positions.

Aeronautical / Avionics Engineer

Barriers to Entry

e There are few visible female models in Aeronautical/Avionics Engineer roles
e Gender stereotypes discourage women from pursuing design and avionics roles.
e Recruitment pipelines for graduate engineers lack clear diversity goals.

Barriers to Mid-Career Progression

e Women are less often assigned as Project Lead or Design Lead on major programs.
e Gender bias affects perceptions of technical credibility during reviews.
e Mentoring and sponsorship for female engineers are limited.
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Barriers to Leadership

e Chief Engineer and Technical-Director positions are predominantly held by men.
e Leadership succession planning in engineering rarely includes gender targets.
e Women leaders face higher scrutiny for technical decisions or design outcomes.

Airport/Operations Manager

Barriers to Entry

e Entry-level operational roles such as Duty Officer or Apron Coordinator are often
perceived as physically demanding and male-oriented.

e Few trainee or graduate programs in airport management actively target women.

e Airside safety and operations training can be culturally exclusionary toward women.

Barriers to Mid-Career Progression

e Roster patterns and 24-hour shift requirements reduce flexibility for employees with
caregiving duties.

e Promotion often depends on informal operational networks rather than performance.

e Women receive fewer opportunities to lead terminal or airside projects.

Barriers to Leadership

e Senior airport-management and airfield-operations roles remain heavily male-
dominated.

e Women leaders have limited access to executive mentoring or sponsorship.

e Strategic-level decision-making teams at airports lack visible gender diversity.

Ground Handling / Ramp / Cargo Operator
Barriers to Entry

e Ground-handling, ramp, and cargo positions are perceived as too physically
demanding for women.

o Limited part-time or flexible rostering options discourage women from applying.

e There are few visible female team leaders or trainers or role models in ground
operations.

Barriers to Mid-Career Progression (Lead / Supervisor)
e Access to equipment-operator certification or logistics-management training is limited
for women.
e Advancement often prioritises seniority over merit or leadership potential.
o Informal workplace can exclude women from advancement opportunities.
Barriers to Leadership (Station Manager / Ground Operations Manager)
o Station-management and area-supervisor positions are predominantly held by men.

e Women leaders in ground operations face scepticism about authority or physical
competence.
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e Leadership appointments rarely include gender-balance considerations.

Safety / Regulatory / Compliance Officer

Barriers to Entry

e Recruitment panels for safety-inspector or compliance-officer positions lack gender
diversity.

e Awareness of regulatory and safety careers among women is limited.

e Technical prerequisites (e.g., prior engineering licence) restrict entry for otherwise
qualified women.

Barriers to Mid-Career Progression (Lead Auditor / Senior Compliance Officer)

e Lead-auditor and investigation-lead roles are more frequently assigned to men.
e Networking and mentoring within safety divisions are limited for women.
e Career progression often depends on senior sponsorship that women rarely receive.

Barriers to Leadership (Safety Manager / Head of Compliance / Regulator Executive)

e Senior regulatory-decision forums remain dominated by men.

o Women leaders face greater scrutiny when making technical or policy decisions.

e Succession planning for senior safety and compliance roles seldom includes female
candidates.

Planning / Scheduling / Operations Control

Barriers to Entry

e Career pathways into operations-control or flight-scheduling roles are poorly
advertised to women.

o Early training programs in operations centres lack visible female participation.

e Technical requirements (systems proficiency, 24-hour coverage) can deter female
applicants.

Barriers to Mid-Career Progression (Controller / Duty Planner / Roster Lead)

e Women are less frequently promoted to rostering team leader or operations supervisor
roles.

e Development opportunities often require after-hours availability that disadvantages
caregivers.

e Mentoring and sponsorship for advancement in control centres are limited.

Barriers to Leadership (Operations Control Manager / Network Manager)
o Leadership teams in operations control are dominantly male.

e Succession planning rarely includes experienced female controllers or planners.
e Women’s decisions in control roles are challenged more often than men’s.
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Business / Commercial / Finance / Marketing

Barriers to Entry

o Commercial and finance roles in aviation are perceived as requiring operational
backgrounds, which are male-dominated.

e Recruitment campaigns rarely highlight women’s success in aviation business
functions.

o Early-career networking opportunities are less accessible to women.

Barriers to Mid-Career Progression (Analyst / Manager / Marketing Lead)

e Women are under-represented in budget operations or revenue management positions.
e Advancement frequently depends on informal sponsorship by senior men.
o Balancing travel demands and family responsibilities limits promotion potential.

Barriers to Leadership (Director / Head of Commercial / Marketing Executive)

o Executive commercial and marketing positions are overwhelmingly male.

e Women leaders encounter bias during contract negotiations or strategic decision-
making.

o Executive-level sponsorship for women’s career progression is uncommon.

IT / Systems / Automation
Barriers to Entry

e Few women are encouraged to pursue IT, data, or automation roles in aviation.
o Cultural stereotypes about technical ability discourage applications.
o There are minimal visible female systems analysts or software engineers in the sector.

Barriers to Mid-Career Progression (Project / Systems Lead)

o Women are often assigned support rather than project- lead or systems lead positions.

e Career advancement often requires after-hours system-upgrade work, disadvantaging
caregivers.

e Mentoring and sponsorship from senior technical leaders are rare.

Barriers to Leadership (IT Manager / Head of Systems / Chief Digital Officer)

e Senior IT and automation leadership in aviation remains heavily male.

e Women leaders face credibility bias when presenting technical solutions.

o Inclusion and diversity strategies in technology departments are not consistently
enforced.

Q22. In addition to the role/job-specific barriers, please rate the following statements describe

“general” barriers for women pursuing/intend to pursue a career in aviation. Please read each
statement carefully and indicate your level of agreement,
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where 1 = Strongly Disagree

2 = Disagree

3 = Neutral

4 = Agree

5 = Strongly Agree

The cost and time needed to become a professional make it difficult to pursue this career.
The demanding nature of ongoing training presents a barrier.

The perception that aviation is a male-dominated profession acts as a barrier.

Women may experience societal, family, or peer pressure regarding the choice of non-
traditional careers.

The historical hiring patterns of the industry present a barrier.

Harassment, discrimination or differing standards for genders in recruitment and promotion
processes.

Industry uncertainty and volatility creating concerns about future redundancy.

Challenges related to changing jobs and managing work-life balance after starting a family.
There is lack of clarity about employers’ policies on gender equity, inclusivity and diversity.
Others, please specify

Awareness of Post-2020 Women in Aviation Initiatives (Australia)

Q23. Since 2020, there have been several initiatives and programs in Australia aimed to
promote visibility, inclusion, and career development for women in aviation. Please indicate
how familiar you were with each initiative before today.

Awareness scale: 1 = Not aware 2 =Heard of it 3 = Very familiar

Initiative / Program Organisation Brief Description
Women in the Aviation Australian Government —  National program launched
Industry Initiative Dept. of Infrastructure in 2020 to raise awareness

and support career
pathways for women in
aviation.
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Aviation Career Explorer
(ACE) Program

Women in Aviation /
Aerospace Australia
(WA/AA)

AWPA Scholarships and
Support Programs

WALI Australia Chapter
Programs

Women in Aviation
Australia

Aviation / Aerospace
Australia

Australian Women Pilots’
Association (AWPA)

Women in Aviation
International — Australian
Chapter
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Hands-on STEM and
aviation career exploration
program for students and
early-career women.

Network and advocacy
program promoting gender
diversity and professional
development in aerospace
and aviation.

Scholarships, mentoring,
and outreach to support
female pilots and students
in training.

Membership-based
network offering
mentorship, events, and
career resources for
women across aviation
sectors.
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All-Female Crew Flights  Airlines (Qantas, Virgin, Annual initiatives
and IWD Campaigns Jetstar) highlighting women in

aviation roles through
symbolic flights and media
campaigns on International
Women’s Day.

Other initiatives you are
aware of (please specify)

Q26. Thinking about these initiatives and other efforts you have seen since 2020, please
indicate how much you agree with the following statements about changes in the Australian
aviation industry. Please move the slider on the ruler to indicate how much you agree or
disagree with each statement where:

1 = Strongly Disagree 2 = Disagree 3 =Neutral 4 =Agree 5 = Strongly Agree

e The aviation and aerospace industry in Australia has become more inclusive for
women over recent years.

e There is greater awareness and respect for women'’s roles in aviation today compared
with the past.

¢ Initiatives to promote gender diversity have made a positive impact on workplace
culture.

e [ have seen more representation of women in operational and leadership roles in
recent years.

e Overall, I believe the Australian aviation industry is moving in a more inclusive
direction
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