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Executive Summary

Australia’s aviation, aerospace and space sectors are strategically important, highly
skilled and historically male-dominated industries. As these sectors face workforce
sustainability pressures, an ageing workforce and increasing demand for specialised
talent, improving the recruitment, retention and progression of women is both an equity
priority and a sector capability issue. This report presents findings from the
collaborative research, conducted under the Women in Aviation Industry Initiative, that
examines how organisations across the Australian aviation, aerospace and space

sector can enhance a culture of respect for women in the workplace.

Building on the earlier Barriers to the Pipeline study, this project investigated what
individuals in the sector believe organisations can do to strengthen respectful
workplace cultures for women. A sector-wide survey was conducted between
September 2025 and February 2026, generating 174 valid responses for quantitative
and qualitative analysis. Respondents represented a range of genders, experience
levels, organisational sizes and subsectors, including aviation, aerospace, space,

defence, education, consultancy, general aviation and maintenance-related settings.

The central finding is that many organisations appear to have formal policies,
procedures and awareness mechanisms in place, but these are not yet consistently
translated into trusted, visible and enforceable workplace practice. Respondents
generally recognised the presence of policies protecting women from discrimination
and harassment and reported strong awareness of appropriate workplace conduct and
formal reporting processes. However, lower scores were recorded for gender balance
in leadership, mentorship and sponsorship opportunities, women-focused professional
networks, open discussion platforms, unconscious-bias training, satisfaction with

complaint handling, and visibility of women in leadership roles.

The quantitative findings indicate that the main barriers are not primarily the absence
of policy, but the implementation of policy. The most frequently identified challenges
included competing organisational priorities, workplace traditions and conventions,
limited executive time commitment, pressure to conform to male-dominated workplace
norms, fear of losing career opportunities, communication gaps between management
and employees, and ineffective implementation of existing policies and procedures.
These results suggest that respectful culture cannot be achieved through compliance
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documents alone. It requires leadership accountability, practical enforcement, effective

communication and cultural change at the frontline level.

The qualitative findings reinforced this conclusion. Six major themes emerged from
free-text responses: communication, education and respectful behaviours; policy
implementation, leadership accountability and enforcement; career progression,
leadership representation and the glass ceiling; uneven experiences across
organisations, subsectors and roles; persistent male-dominated norms and workplace
traditions; and caregiving, pregnancy and work-life support. Respondents described a
gap between corporate-level policy and everyday practice, particularly in operational
and frontline environments. They also highlighted the importance of visible leadership
commitment, safer reporting systems, transparent career pathways, practical support
across life and career stages, and stronger action against bullying, sexism,

harassment and retaliation.

A key policy implication is that legislative and organisational frameworks provide an
important foundation, but are insufficient without stronger implementation, monitoring
and accountability. The positive duty under the Sex Discrimination Act 1984 (Cth)
requires employers to take proactive measures to eliminate work-related sexual
harassment, sex discrimination, hostile workplace environments and related
victimisation. However, the findings indicate that policy compliance alone does not
ensure respectful workplace experiences, particularly where employees fear reporting,

retaliation or career consequences.

For government, regulators and sector bodies, the findings support a shift from policy
existence to evidence of implementation. This includes assessing whether policies are
understood, used, enforced and monitored in practice, and developing sector-specific
guidance for aviation, aerospace and space workplaces. For organisational leaders,
the findings call for clearer ownership of respectful-culture initiatives, leadership
performance measures, safer communication and reporting channels, transparent
career progression systems, and practical, scenario-based education tailored to

operational, technical and customer-facing environments.

Overall, the sector has a positive foundation for change. Respondents reported strong
personal commitment to respectful behaviour and strong future intentions to support

inclusive workplace practices. The next stage of progress requires converting this
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individual willingness and formal organisational commitment into consistent sector-
wide practice through measurable cultural outcomes, leadership accountability,

trusted reporting, transparent career systems and sector-specific implementation.
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1. Project Overview
This project builds upon the findings of the Barriers to the Pipeline study, which
surveyed professionals, of diverse genders, across the Australian
aviation/aerospace/space sector to understand the experiences of women in various
roles and to explore strategies for improving their recruitment and retention
(Edgington-Mitchell et al., 2022). Although gender imbalance and male dominance
have been extensively discussed in the global aviation industry over the past two
decades (de Andreis, 2023; Lutte & Morrison, 2022; Mitchell et al., 2006; Turney et al.,
2002), the earlier study reaffirmed that this disparity persists in Australia. Notably, it
highlighted the importance of fostering a culture of respect as a critical factor in

supporting women’s participation in the sector.

In response, this research seeks to identify actionable strategies that aviation,
aerospace, and space organisations can implement to help bridge the gender equity
gap and address ongoing disparities. The central research question guiding this study
is: What do individuals in the Australian aviation, aerospace, and space industry
believe that organisations can do to enhance the culture of respect for women in the

workplace?

The RMIT research team developed a survey to obtain a high-level understanding of
the current organisational respect culture, potential areas for improvement, and key
challenges that could impede the enhancement of the culture of respect for women in
the workplace. An analysis of the survey revealed key findings that supported the
formation of actionable policy and leadership insights that directly addresses the
research question. Research methodologies, analysed results, and recommendations

based on key findings are detailed in the subsequent sections of this report.

2. Research Methods

The survey was designed to target a minimum of 400 survey participants to ensure
responses are representative of the sample population. As of February 2026, when
survey data were collated, 241 responses were received. A further examination,
however, reveals that 174 (representing 43.5% of targeted sample size) were valid,
which were subsequently analysed thoroughly and presented in the following sub-

sections.
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The survey questionnaire composed of 6 sections. Section 1 collects the respondents’
demographic information in order to ensure their presence in the target population.
Section 2 examines participants’ perception and experience of strategies and actions
undertaken by their current organisation and/or workplace to nurture and promote a
culture of respect for women. This section investigates seven main strategic

dimensions that were identified through the initial literature review:

i) Inclusive leadership,

ii) Organisation commitment,

i) Policies, procedures, and practices,

iv) Career development, support, and equity initiatives,
v) Workplace environment and facilities,

vi) Communication and engagement, and

vii) Education and awareness.

Section 3 ask for respondents’ perception of how effective their current organisation
and/or workplace has implemented the seven respective strategic domains as outlined
above. Section 4 examine participants’ satisfaction with their current organisation
and/or workplace’s endeavours to nurture and promote a culture of respect for women
from the various strategic directions. Section 5 enquires about their perception of
challenges that might affect the effective implementation of strategies or policies to
improve the overall corporate culture of respect for women. Finally, Section 6 explores
their personal commitment and behavioural intention to promote a culture of respect

for women.

3. Respondent Profile

The survey concluded with a final sample size of 174 valid responses. As the actual
workforce across Australia's aviation, aerospace, and space sectors is estimated to be
between 178,000 and 182,000 employees, the achieved sample (approximately 0.1%
of sample population) provides a meaningful representation of the sector and offers

valuable insights into workforce experiences and perceptions.

Of the 174 respondents, the maijority (125, 72%) were female, followed by 44 (25%)
male, 4 (2%) non-binary/third gender, and 1 preferred not to declare. The research
team acknowledges that the respondent profile included a higher proportion of female
participants relative to male participants, which may influence the findings and
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introduce a degree of gender-related response bias. Nevertheless, given the historical
underrepresentation of women across the aviation, aerospace, and space industries,
the stronger participation of female respondents provides an important opportunity to
capture perspectives that are often less visible in industry research. As such, the
findings contribute valuable insights into the experiences and challenges faced by
women in these sectors and support ongoing efforts to foster a more inclusive,

respectful, and equitable workplace culture.

The distribution of age groups skewed towards the younger end with a dual peak at
the age group of 35 to 44 and age group of 45 to 54 years old, both of which were
represented by 44 (25%) and 45 (26%) respectively. Approximately 77% of the sample
received up to undergraduate (70, 40%) and graduate (65, 37%) degrees. In
comparison with the general Australian population, this sample is above the Australian
population average of 37% of women and 30% of men holding a bachelor’s degree or

above (Australian Bureau of Statistics, 2025).

Most respondents received their education in Management, Business, or Arts, which
is not aerospace nor aviation related (57,33%). This is followed by the group of
participants with an education background of Aerospace Engineering (37, 21%). Most
participants are employed by a business or organisation (155, 89%), with 12 self-
employed, 6 retired or taking a sabbatical break, and 1 unanswered. Similarly high
proportion of the sample (133, 77%) works in large-sized organisations with more than

200 employees.

The distribution of respondents’ total years of working experience follows a bimodal
pattern concentrated at both ends of the experience spectrum with strong
representation from both early-career and highly experienced professionals. The
largest group comprised respondents with 20 years and above of experience (47,
27%), closely followed by those with less than 3 years of experience (45, 26%).
Respondents with 3-5 years of experience accounted for 16% (28), while those with
6-10 years represented 13% (23). Smaller proportions were observed among
respondents with 15-19 years of experience (18, 10%) and 11-14 years of experience
(13, 7%).

The survey also included a question on the respondent's caring responsibilities. Caring

responsibilities include caring for younger/school-aged children and /or aged parents.
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About 33% (58) of respondents have caring responsibilities currently. This includes 34%
of the female sample and 30% of the male sample. However, the majority (90, 52%)
have never had caring responsibilities. Based on gender groups, the proportion of
female and male who had no caring responsibilities were closely similar at 51% and

52% respectively. Table 1 summarises the demographic information of the participants.

Table 1: Summary of participants’ demographic information.

Category Distribution Statistics (Count, Percentage)
Gender Female 125 72%
Male 44 25%
Non-binary / third 4 2%
gender
Prefer not to say 1 1%
Age group 18 to 24 24 14%
25t0 34 39 22%
35to 44 44 25%
45 to 54 45 26%
55 to 64 14 8%
65 and above 8 5%
Highest education Below Year 12 1 1%
attained Completed Year 12 13 7%
Vocational education 24 14%

Certificate, Diploma, and/or
Professional training

Undergraduate degree 70 40%
Master's degree or higher 65 37%
Not answered 1 1%
Education background Aerospace engineering 37 21%
Aviation management 15 9%
Aviation/Flight 18 10%
Engineering other than 16 9%

Aerospace (e.g.

Mechanical, Electrical,

Chemical, etc.)

Management, 57 33%
Business, Arts (not

aerospace nor aviation

related)

Science (not 23 13%

aerospace nor aviation

related)

Not answered 8 5%
Years of working Less than 3 years 45 26%
experience 3-5 years 28 16%

6-10 years 23 13%

11-14 years 13 7%
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15-19 years 18 10%
20 years and above 47 27%
Primary employment Aircraft/aerospace 27 16%
sector/industry m.anufa.cturing
Air traffic control/management 4 2%
Airline 29 17%
Consultancy/advisory firm 23 13%
Education/training provider 22 13%

(e.g. TAFE, University, Aviation
Training Organisation)

General aviation (helicopter, 8 5%
aerial, emergency services,
etc.)
Government/defence/regulatory 37 21%
agency (e.g. CASA, ATSB,
ADF, etc.)
Maintenance, Repair, Overhaul 9 5%
(MRO)
Others (insurance, retail, 14 8%
hospitality, etc.)
Not answered 1 1%
Current employment Employed with a 155 89%
status business/organisation
Self-employed (e.g. 12 7%
contractor/sub-contractor,
business owner, etc.)
Retired/sabbatical 6 3%
Not answered 1 1%
Caregiving Currently with 58 33% 43 female, 13 male,
responsibilities caring 2 non-binary
responsibilities
Used to have 26 15% 18 female, 8 male
caring
responsibilities
Never had caring 90 52% 64 female, 23 male,
responsibilities 2 non-binary, 1

prefer not to say

4. Quantitative Survey Data

The quantitative results were first analysed across responses to Section 2, 3, 4, 5 and
6 in the survey respectively. These responses are summarised in the following sub-

sections corresponding to the quantitative sections in the questionnaire.

4.1 Perceptions on existing presence and undertaking of respectful
strategies and actions

Participants’ perception and experience of strategies and actions undertaken by their

current organisation and/or workplace to nurture and promote a culture of respect for
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women were studied in Section 2 of the survey questionnaire through the lens of seven

main strategic dimensions that were identified through the initial literature review:

i. Inclusive leadership,
i.  Organisation commitment,
iii. Policies, procedures, and practices,
iv.  Career development, support, and equity initiatives,
v.  Workplace environment and facilities,
vi.  Communication and engagement, and

Vii. Education and awareness.

Data were obtained from responses to Questions 13 through 19 in the questionnaire,
with multiple sub-questions totalling to 24 items. Analysing the overall responses from
this section, results indicate that formal policies, procedures and communication
mechanisms are relatively visible, while lower scores were observed for gender
balance in leadership, mentorship and sponsorship opportunities, open discussion

platforms, women-focused professional networks, and unconscious-bias training.

4.2 Perceptions on effectivity of current respectful strategies and actions

In Section 3 of the questionnaire, Question 21 and it's 12 sub-questions asks for
respondents’ perception of how effective their current organisation and/or workplace
has implemented the seven respective strategic domains. Among the 12 items
evaluated in Section 3, the highest mean scores, indicating stronger agreement with
more effective implementation of strategies, relate to awareness of appropriate
workplace conduct and knowledge of reporting/contact processes. This suggests that
respondents generally understand expected behaviours and formal pathways. Lower
average scores were observed for whether women are perceived to benefit from
organisational initiatives and whether respondents feel comfortable expressing views

on gender-related issues without fear of bias or judgement.

4.3 Perceptions on satisfaction of current respectful strategies and actions

Question 23 and it's 8 sub-questions examine participants’ satisfaction with their
current organisation and/or workplace’s endeavours to nurture and promote a culture
of respect for women from the various strategic directions. Results suggest that
respondents were mostly positive about their inclination to remain in organisations that

actively promote respect towards women as a core value. However, comparatively
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lower satisfaction scores were recorded for how workplaces handle gender-related
concerns and complaints, and for the visibility and representation of women in

leadership roles.

4.4 Perceptions on potential challenges affecting effective implementation
of respectful strategies

Respondents’ perception of challenges that might affect the effective implementation
of strategies or policies to improve the overall corporate culture of respect for women
are summarized in Figure 1. The top 5 topics acknowledged as a challenge include
competing priorities within the company, time commitment by executives, workplace
traditions and conventions, pressure to conform to dominant workplace norms, and
the fear of losing opportunities. Notably, the topics with the lowest perception as a
challenge reported are the lack of employee awareness about the strategies and
policies related to promoting a respectful culture towards women, and effective
education and training programs. These findings suggest that implementation barriers
are more strongly related to organisational culture and leadership commitment, rather

than the inadequacy or absence of formal policies.
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Figure 1: Heatmap distribution of rankings for items perceived ‘as a challenge’in
Section 5. Rank 1 being the most and 13 being the least important challenge

perceived.
Ranking Distribution of Workplace Challenges

Total considered  Average
as challenge rank
. 3 a 7 4 1 7 3 a 1 84
Competing priorities within the company 10.7%) (10.7%) - 18.3%) - (4.8%) (L.2%) (8.3%) (3.6%) 0.0%) 1.2%) (65.6%) 348
Communication between management and 6 7 2 13 7 8 3 a o o 1 o 70 a1
employees 18.6%) (10.0%) (5.7%) (18.68) {10.0%) {11.4%) 4.3%) (11.4%) (0.0%) 10.6%) (1.4%) 10.0%) (54.3%)
I 5 4 9 6 a 6 & 2 3 80
Time commitment by the executives -- 16.2%) 15.0%) 11.2%) 7.5%) (5.0%) (7:5%) (7.5%) (2.5%) 13.8%) 162.0%) 41
. " a 5 6 2 3 1 1 1 a o a2
Workplace traditions/conventions Lo%) (8.2%) (1.3% %) 7% w2 2w 2% 10.0%) 10.0%) (65.6%) 432
Lack of transparent policies, procedures | 2 4 ) 3 2 1 1 3 s 1 3 5 o 39 432
and guidelines (5.1%) 110.3%) (23.15%) (7.7%) (5.1%) (2.6%) (2.6%) 2.7%) (12.8%) (2:6%) (7.7%) a28%) (0.0%) (31.2%) -
Pressue to conform te dominant workplace 3 4 6 7 4 3 0 o 0 1 0 72 439
norms (i.e. male-dominated culture) (12.5%) (5.:6%) (8.3%) 19.7%) 15.6%) .2%) (0.0%) (0.0%) (0.0%) (1.4%) 10.0%) (57.6%)
Ineffective implementation of the existing | 7 5 7 12 8 8 7 0 1 1 o 0 66 458
strategies, policies and procedures | (10.6%) 17.6%) (10.6%) 18.2%) 12.1%) 12.1%) 10.6%) 0.0%) 1.5%) (L5%) ©0.0%) 10.0%) (53.2%)
4 4 5 9 z 6 5 6 3 3 1 63
Lack of strict enforcement | 5,3%) (6.3%) (7.9%) (14.3%) 3.2%) (8.5%) (7.3%) (9.5%) (4.8%) (4.8%) (1.6%) (49.2%) 469
~ Concern that raising respect-for-women ? G a a 5 a a @ G 2 © 57 .
issues with management andj/or leadership 1 (15 g5 114.0%) (14.0%) (3,5%) (5.3%) {1.8%) (1.8%) (0.0%) 10.0%) (0.0%) 10.0%) 145.6%)
may lead to negative repercussions
Fear of lesing opportunities (e.g. career | 9 8 5 2 4 1 1 1 0 o 68 537
advancement, prospects, etc.) (13.2%) (11.8%) {17.6%) (7.4%) (2.9%) {5.9%) 11.5%) (1.5%) 11.5%) (0.0%) (0.0%) (55.3%)
Adequate and effective education and | 7 B T (] s a o 2 o o a 1 49 551
training programs 14.3%) (6.1%6) (14.3%) (12.2%) (18.4%) (8.2%) 0.0%) (4.1%6) (0.0%) (0.0%) (0.0%) (2.0%) 40.2%)
Lack of role clarity or ownership for 5 4 3 6 3 3 2 2 0 a o 56 5.96
initiatives (8.9%) (7:1%) (5.4%) 110.7%) (5.8%) (5.4%) (3.8%) (3:6%) (0.0%) 0.0%} (©.0%) (46.3%) -
Lack of employee awareness about the
strategies and policies related to | 3 5 4 5 5 7 a 1 2 2 0 o o 45 510
promoting a respectful culture towards 16.7%) 13.3%) (@.9%) 13.3%) 111%) 115.6%) (20.0%) 2.2%) (8.4%) (4.2%) (0.0%) ©0.0%} 10,0%) (34.6%)
women
1 2 3 4 5 6 7 8 9 10 11 12 13

Assigned rank

4.5 Past actions and future commitments towards respectful behaviours

Section 6 of the survey requests respondents to reflect on their past actions and future
intentions in promoting a respectful culture for women. Across the 6 sub-questions in
this section, average scores are generally high, indicating that respondents reported
strong personal commitment to respectful behaviours, support for workplace policies,
and willingness to raise or act on disrespectful behaviours. This provides a positive

foundation for future sector-wide and organisational change.

5. Key Findings by Seven Strategic Directions

Examining the quantitative results broadly, overall results suggest that many formal
strategies and policies are perceived to be present within organisations. However, the
main challenges appear to relate less to the existence of policies and more to their
implementation, cultural integration, leadership accountability and visibility in everyday
workplace practice. In the following sub-sections, an analysis is conducted and

summarised based on the seven strategic themes identified from pre-survey literature
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review. Key implementation challenges evidenced by the quantitative data are

presented.

5.1 Organisational Commitment

Organisational commitment emerged as one of the most significant challenge areas.
Competing priorities within the company were identified as a challenge by 66% of
respondents, while 62% identified time commitment by executives as a challenge.
Although organisational commitment received a moderate mean score for undertaken
strategies and perceived effectiveness (3.80 out of 5), these findings suggest that
respondents still perceive a gap between organisational-level intent and the practical
prioritisation of respectful-culture initiatives. Interestingly, satisfaction linked to this
theme was comparatively high (4.27 out of 5), indicating that respondents may value
organisations that promote respect as a core value, while still recognising that

leadership time and organisational priorities can limit implementation.

5.2 Workplace environment and facilities

The findings also show that workplace norms and organisational culture remain
important barriers to implementation. Workplace traditions and conventions were
identified as a challenge by 66% of respondents, while pressure to conform to
dominant workplace norms, including male-dominated culture, was identified by 58%.
These items were mapped to the workplace environment and facilities domain
because they relate to the broader conditions in which employees experience respect,
inclusion, and participation. However, the results should be interpreted as reflecting
broader organisational-cultural barriers rather than physical facilities alone. The mean
score for undertaken strategies in this theme was 3.66, with perceived effectiveness
at 3.86 and satisfaction at 3.96. This suggests that while respondents recognised
some positive workplace conditions and facilities, entrenched norms, informal
expectations and everyday behaviours remain substantial barriers to fostering a

respectful environment for women.

5.3 Career development, support, and equity initiatives

For career development, support, and equity initiatives, fear of losing opportunities
was identified as a challenge by 55% of respondents. This theme also recorded the
lowest mean score for undertaken strategies (3.61), suggesting that career-related

support, mentorship, sponsorship and equity initiatives may be less visible or less
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consistently implemented than other areas. The perceived effectiveness score was
higher (3.91), which may indicate that where such initiatives are available, they are
regarded as useful; however, their availability and accessibility may remain uneven

across workplaces.

5.4 Communication and engagement

Also identified as an important area for improvement, communication and engagement
recorded a mean undertaken-strategies score of 3.72. and effectiveness score of 3.71,
and a satisfaction score of 3.85. Communication between management and
employees was viewed as a challenge by 54% of respondents. These results suggest
that communication efforts exist, but respondents may not consistently perceive them

as sufficiently open, transparent or effective in addressing gender-related concerns.

5.5 Inclusive leadership

The findings for inclusive leadership reveal a notable gap between perceived
effectiveness and satisfaction. Lack of strict enforcement was identified as a challenge
by 49% of respondents, while concern that raising respect-for-women issues may lead
to negative repercussions and lack of role clarity or ownership for initiatives were each
identified as challenges by 46%. Inclusive leadership received a mean undertaken-
strategies score of 3.67 and a relatively high effectiveness score of 4.15, but a lower
satisfaction score of 3.48. This lower satisfaction score was mainly reflected in
respondents’ satisfaction with the visibility and representation of women in leadership
roles. When considered alongside concerns about enforcement, role ownership, and
negative repercussions, the findings suggests that inclusive leadership should be
strengthened not only through representation, but also clearer accountability,

consistent enforcement, and safer conditions for raising gender-related concerns.

5.6 Education and awareness

By contrast, education and awareness appeared to be less frequently perceived as a
major implementation challenge. Adequate and effective education and training
programs were identified as a challenge by 40% of respondents, while lack of
employee awareness about strategies and policies was identified by 35%. This theme
recorded a mean undertaken-strategies score of 3.70 and the highest effectiveness
score (4.71). These results suggest that respondents generally perceive awareness of

respectful conduct and workplace expectations to be relatively strong, although the
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presence of other challenges may suggest that training alone may not be sufficient to

address deeper cultural and implementation barriers.

5.7 Policies, procedures and practices

Finally, policies, procedures and practices received the highest mean score for
undertaken strategies (4.01) and a high effectiveness score (4.10). Lack of transparent
policies, procedures and guidelines was identified as a challenge by only 31% of
respondents, suggesting that formal policy structures are generally perceived to be
present. However, ineffective implementation of existing strategies, policies and
procedures was still identified as a challenge by 53% of respondents, and satisfaction
with this theme was comparatively low (3.46). This indicates a critical implementation
gap: suggesting that respondents may recognise that policies exist, but may be less

satisfied with how these policies are enacted, enforced and experienced in practice.

6. Thematic Analysis from Qualitative Responses

Four open-ended questions invited respondents to provide additional comments in
their own words, which generated a total of 74 free-text responses. Q20 in Section 2
received 13 responses, Q22 in Section 3 received 16 response, Q24 in Section 4
received 12 response, and Q27 in Section 5 received 33 responses. These comments
provide useful explanatory context for the quantitative findings by illustrating how
respondents experienced workplace policies, leadership practices, reporting culture,
career progress, and organisational support in practice. Thematic analysis was applied
to the free-text responses, resulting in the identification of six key themes described in
Table 2. As some responses addressed multiple issues, thematic coding was non-
mutually exclusive and consequently, theme counts and percentages represent the
number and proportion of free-text responses relevant to each theme. The themes in
Table 2 are ranked in descending order based on the percentage of total free-text
responses. Subsequent sub-sections further discuss these identified themes, citing

quotes from selected relevant responses.
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Table 2: Ranked qualitative themes identified from free-text responses.

Number of  Percentage of
Rank Identified theme relevant total free-text

responses responses

Communication, education, and respectful
1 . 28 37.8%
behaviours

Policy implementation, leadership accountability
2 27 36.5%
and enforcement

Career progression, leadership representation
3 26 35.1%
and the glass ceiling

Uneven experiences across organisations,
4 17 23.0%
subsectors and roles

Persistent male-dominated norms and
5 . 16 21.6%
workplace traditions

6 Caregiving, pregnancy and work-life support 13 17.6%

6.1 Communication, education, and respectful behaviours

Another theme concerned the need for more effective communication, education and
everyday respectful behaviours. Respondents called for conversations between
managers and staff, improved middle-leadership education, male allyship, inclusive

language and stronger communication around bullying, sexism and harassment.

6.2 Policy implementation, leadership accountability and enforcement

A dominant theme was the gap between formal policy existence and practical
implementation. Respondents frequently suggested that organisations may have
policies, procedures and training programs in place, but these do not always translate

into everyday workplace behaviour, especially at the operational or frontline level.
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6.3 Career progression, leadership representation and the glass ceiling
Career progression and leadership representation were also prominent themes.
Respondents raised concerns about women’s access to senior roles, the meaning of
“‘merit”, informal promotion pathways and the risk of symbolic rather than meaningful

representation.

6.4 Uneven experiences across organisations, subsectors and roles

The final theme was variation across organisations, subsectors and roles.
Respondents’ experiences were not uniform. Some described strong progress or
positive examples, while others indicated that support depended heavily on the

organisation, manager, business line or sector context.

6.5 Persistent male-dominated norms and workplace traditions

A second major theme was the persistence of male-dominated workplace norms.
Some respondents described resistance to gender-equity initiatives, backlash against
women who speak up, and informal workplace cultures that make it difficult to

challenge disrespectful behaviour.

6.6 Caregiving, pregnancy and work-life support
Respondents also emphasised practical forms of workplace support. These included
caregiving responsibilities, pregnancy, maternity provisions, menopause, women’s

health, flexible work, workplace facilities and mental health.

7. Summary and Integration of Quantitative and Qualitative Findings

The qualitative themes identified from the free-text responses complement the seven
strategic domains used in the quantitative analysis. The themes that directed the
quantitative analysis were developed prior to the survey and structured around seven
strategic areas, namely inclusive leadership, organisational commitment, policies,
procedures and practices, career development, workplace environment and facilities,
communication and engagement, and education and awareness. In contrast, the six
qualitative themes emerged after the survey from a systematic thematic analysis of
the respondents’ free-text responses. The overlap between these two approaches
provides a clearer understanding of both the measurable trends and the practical

experiences behind them.
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The strongest overlap was observed between the quantitative domain of
communication and engagement and the qualitative theme of communication,
education, and respectful behaviours. Quantitative results showed that communication
between management and employees was identified as a challenge by 54% of
respondents, while qualitative comments highlighted the need for better manager—staff
conversations, middle-leadership education, inclusive language and stronger

communication about bullying, sexism and harassment.

A second major overlap was between policies, procedures and practices, inclusive
leadership, and the qualitative theme of policy implementation, leadership
accountability and enforcement. Quantitatively, policies and procedures were
generally perceived to exist, but ineffective implementation was still identified as a
challenge by 53% of respondents, and satisfaction with complaint handling was
comparatively low. Qualitatively, respondents explained that policies may exist at the
corporate level but are not always acted upon at the frontline, and that leadership

accountability is critical to whether respect-related initiatives are taken seriously.

The quantitative domains of career development, support and equity initiatives and
inclusive leadership also aligned closely with the qualitative theme of career
progression, leadership representation, and the glass ceiling. This connection is
reflected in the lower scores for mentorship, sponsorship and leadership
representation, as well as free-text comments describing barriers to senior leadership,
concerns about informal promotion pathways and the need for more visible women in

technical, operational and executive roles.

Similarly, the quantitative domain of workplace environment and facilities overlapped
with the qualitative themes of caregiving, pregnancy and work-life support, persistent
male-dominated norms and workplace traditions, and uneven experiences across
organisations, subsectors and roles. This shows that workplace environment should
be understood not only as physical facilities, but also as the broader organisational
and cultural conditions in which women work, progress, speak up and access support.

Collectively, the integration of quantitative and qualitative findings indicates that the
central issue extends beyond the absence of policies or awareness programs. Rather,
the key challenge is translating formal commitments into consistent, trusted, and

enforceable workplace practice across different organisational contexts. This
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combined interpretation provides the basis for the policy and leadership

recommendations presented in the next section.
8. Policy and Leadership Recommendations

The aviation, aerospace, and space sectors have traditionally been male-dominated
industries. Today, workforce sustainability concerns, an ageing workforce, and the
need to attract and retain skilled talents make it increasingly important for
organisations to cultivate a culture of respect for employees of all gender identities.
Although Australia’s workplace legislative environment has strengthened expectations
around safe, respectful and discrimination-free workplaces, the findings from this
survey suggest that legislation and organisational policies alone are insufficient to

ensure meaningful cultural change.

Under the Australian Human Rights Commissions (AHRC)’'s Sex Discrimination Act
1984 (Cth), employers now have a positive duty to eliminate, as far as possible, work-
related sexual harassment, sexist conduct, sex discrimination, hostile workplace
environments on the ground of sex, and related victimisation (Australian Human Rights
Commission, 2023, n.d.). This duty was introduced in December 2022 and requires
organisations to take proactive and meaningful measures to prevent unlawful conduct
from occurring, rather than relying only on individual workers to make complaints after
harm has occurred. The findings from this study show, though, that the presence of
legislation, policies and procedures has not yet been fully translated into consistent

respectful workplace experiences across the aviation, aerospace and space sectors.

The quantitative and qualitative findings complement each other in showing where this
gap occurs. Quantitatively, respondents generally recognised the presence of formal
strategies, with policies, procedures and practices receiving the highest mean score
for undertaken strategies. However, ineffective implementation of existing strategies,
policies and procedures remained a notable challenge, and satisfaction with how
gender-related concerns and complaints are handled was comparatively low.
Qualitatively, respondents explained this gap in practical terms, noting that policies
may exist at the corporate level but are not always acted upon at the frontline, that
compliance training may be treated as a tick-box exercise, and that leadership

accountability and enforcement remain uneven.
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The same pattern is also evident in the cultural and leadership findings. Quantitatively,
the strongest reported barriers were competing organisational priorities, workplace
traditions and conventions, executive time commitment, pressure to conform to male-
dominated norms, fear of losing opportunities, and communication between
management and employees. Qualitatively, these barriers were reflected in
respondents’ descriptions of persistent “boys’ club” cultures, unsafe reporting
environments, informal promotion pathways, backlash against gender-equity
discussions, and uneven support across organisational roles and subsectors. Together,
the two strands of evidence indicate that the sector’s challenge is not a lack of
awareness alone, but the difficulty of translating formal commitments into trusted,

visible and consistently enforced workplace practices.

In most cases, gender-related issues in the workplace remain as “the elephant in the
room”. They are evidently present, but not always fully addressed through effective
and practical solutions. Nevertheless, the results in Section 6 of the survey provide a
positive foundation for change. Respondents reported strong personal commitment to
promoting a respectful culture, with an average score of 4.47 out of 5 for past actions
and 4.69 out of 5 for future intentions. This indicates that many individuals across the
sector are willing to contribute to change. The difficult question is how this individual
willingness can be translated into consistent organisational practice, leadership

accountability and sector-wide cultural change.

Therefore, the following recommendations are proposed. These recommendations do
not suggest that current legislation is irrelevant. Rather, they highlight that current
legislative settings provide an important foundation, but remain ineffective without

stronger implementation, monitoring, enforcement and sector-specific accountability.
For policymakers & regulators:

a) Move beyond policy compliance and require evidence of implementation.

Current legislation requires employers to take proactive action, but the findings
suggest that policies may exist without being trusted or effectively enacted.
Regulators should encourage evidence-based compliance that examines
whether policies are understood, used, enforced and monitored in practice, not
merely whether they exist.

b) Strengthen sector-specific guidance for aviation, aerospace and space.
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Generic workplace legislation may not adequately address the dynamics of
aviation, aerospace and space workplaces, including operational hierarchies,
male-dominated technical environments, remote or shift-based work, flight
operations, training environments, customer-facing roles and small specialist
teams. Regulators and industry bodies should develop sector-specific guidance
that translates Work Health and Safety (WHS) obligations into practical

examples for these work contexts.

c) _Encourage independent and trusted reporting mechanisms.

Fear of negative repercussions remains a concern, and qualitative responses
suggest that internal reporting systems may not always be trusted. Government
and regulators should consider encouraging or requiring independent,
confidential and trauma-informed reporting pathways for harassment,
discrimination, bullying and retaliation in regulated aviation organisations. This
would respond to AHRC’s Respect@Work campaign with the intention of
shifting responsibility from individuals having to carry the burden of complaints
to organisations proactively preventing harm (Australian Human Rights
Commission, 2020).

d) Require monitoring of cultural outcomes, not only incidents.

Low complaint numbers should not be treated as proof of a respectful culture,
particularly where fear of reporting may exist. Policymakers should promote the
use of workforce surveys, reporting-confidence measures, promotion data,
attrition data, gender pay and progression data, and psychosocial risk
assessments to identify whether workplace culture is improving. The Workplace
Gender Equality Agency (WGEA) similarly recommends evidence-informed
approaches to collecting, analysing and reporting information on workplace
sexual harassment prevention and response (Workplace Gender Equality
Agency, 2023).

e) Support sector-level visibility and outreach.

Government, policymakers and industry bodies should fund or support public
campaigns, school outreach and sector-wide initiatives that normalise women’s
participation and leadership across aviation, aerospace and space. This should
include technical, operational, engineering, flight, defence, research and space-

related roles, as well as corporate or supporting functions.
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For organisational leaders:

a) Translate policies into frontline practice.

Organisations should move beyond having policies and procedures in place
and focus on whether they are actively implemented across teams, sites and
operational contexts. This includes assigning clear ownership, setting
implementation targets, reviewing policy use, and ensuring frontline leaders

understand their role in creating respectful workplaces.

b) Make respecitful culture a leadership performance measure.

Executive and middle-management commitment was identified as a key barrier.
Organisations should include respect, inclusion, safe reporting and gender-
equitable leadership behaviours in performance reviews, promotion criteria and
leadership KPIs. Leaders should be evaluated on the culture they create in

addition to operational or financial outcomes.

c) Act visibly and consistently on breaches.

A zero-tolerance position only has credibility when it is demonstrated in practice.
Organisations should establish clear behavioural standards, define
consequences for breaches, and ensure that bullying, sexism, harassment,
discrimination and retaliation are acted on consistently across corporate,
frontline and operational settings. This should include timely investigation,
protection from retaliation, documented follow-up actions, and communication
of de-identified outcomes where appropriate, so that employees can see that

disrespectful behaviour leads to real consequences.

d) Create safer communication and reporting channels.

Organisations should provide safe, confidential and, where appropriate,
independent reporting options. They should also create regular two-way
communication between managers and employees so that concerns can be
raised early without fear of career damage, roster changes, reputational harm

or exclusion from opportunities.

e) Address male-dominated norms as a workplace risk.

Workplace traditions and pressure to conform to male-dominated norms were

among the strongest barriers identified. Organisations should treat these as
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cultural and psychosocial risks, not simply interpersonal issues. This requires
top-level interventions, leadership modelling, bystander expectations and

explicit behavioural standards in operational and corporate settings.

f) Strengthen women’s career progression and sponsorship.

Organisations should develop transparent promotion, remuneration and high-
value assignment criteria. Formal sponsorship programs should be introduced
to support women into senior technical, operational and executive roles. This
should go beyond mentoring to ensure women are actively advocated for,

retained and promoted.

g) Replace generic compliance training with practical leadership education.

Although awareness of respectful conduct was relatively strong, qualitative
responses suggest that generic online training provided by the organisation can
be treated as a tick-box exercise. Organisations should introduce practical,
scenario-based education for executives, middle managers, instructors,
supervisors, team leaders and frontline employees. Training should address
respectful leadership, unconscious bias, safe response to complaints,
bystander intervention, and the specific realities of aviation, aerospace and

space workplaces.

h) Invest in practical support for women’s participation and retention.

Organisations should provide practical support for pregnancy, caregiving,
menopause, women’s health, flexible work, mental health and appropriate
facilities. This is particularly important in operational, technical and customer-
facing environments where generic corporate policies may not translate easily

into practice.

In summary, current legislation provides an important foundation, but the findings
suggest that legal compliance has not yet been fully translated into consistent
workplace respectful practice for women across aviation, aerospace and space. The
next stage of progress requires stronger implementation, clearer accountability, safer
reporting, transparent career systems and sector-specific monitoring of cultural

outcomes.
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9. Conclusion

This study examines the core research question of “What do individuals in the
Australian aviation, aerospace, and space industry believe that organisations can do
to enhance the culture of respect for women in the workplace?”. To seek a deeper
understanding of the current state of workplace culture in the Aviation, Aerospace, and
Space sectors, a survey was developed in this study that also attempts to identify

areas for improvement and potential implementation challenges.

The data collection process lasted 6 months from September 2025 to February 2026.
The findings indicate that while many organisations have policies, procedures and
awareness mechanisms in place, these do not always translate into consistent and
enforceable workplace practice. Key challenges identified relate to implementation,
leadership accountability, workplace traditions, fear of repercussions, communication

gaps and uneven career support.

This report provides an evidence-based foundation for government, regulators and
organisational leaders to move beyond compliance and strengthen measurable
cultural change across the sector. In highly skilled and safety-critical sectors such as
aviation, aerospace and space, organisations cannot afford to lose or underutilise
talent. A workplace culture where women feel respected, supported, and able to
progress is more likely to attract new entrants, retain experienced professionals, and
strengthen the future leadership pipeline. Conversely, weak complaint handling,
limited support, male-dominated norms, and unclear progression pathways can
reduce women’s participation and weaken long-term sector capability. Thus,
enhancing a culture of respect is strategically important not only for improving
workplace equity, but also for supporting recruitment and retention, workforce
sustainability, capability development, and leadership progression across the Aviation,
Aerospace, and Space sectors.

Table 3: Mapped links between key findings and proposed recommendations.

Key finding from analysis Relevant recommendations

Policies and procedures are generally Policymakers/regulators:

present, but implementation and a. Move beyond policy compliance and

require evidence of implementation.
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Key finding from analysis

Relevant recommendations

complaint-handling satisfaction

remain weaker.

Experiences vary across airlines,
defence, space-related roles, SMEs,
universities, operational settings,
corporate settings, and customer-

facing roles.

Workplace traditions, dominant
workplace norms and male-
dominated culture remain barriers to

respectful-culture implementation.

Fear of negative repercussions and
lack of safe reporting remain

concerns.

Competing organisational priorities
and leadership commitment remain

major barriers.

Organisational leaders:

a. Translate policies into frontline
practice.
c. Act visibly and consistently on

breachers

Policymakers/requlators:

b. Strengthen sector-specific guidance.
e. Support sector-level visibility and

outreach.

Policymakers/requlators:

d. Strengthen sector-specific guidance.

Organisational leaders:

e. Address male-dominated norms as a

workplace risk.

Government/requlators:

e. Encourage independent and trusted
reporting mechanisms.

Organisational leaders:

c. Act visibly and consistently on
breachers.
d. Create safer communication and

reporting channels.

Policymakers/requlators:

d. Require monitoring of cultural

outcomes, not only incidents.

Organisational leaders:

b. Make respectful culture a leadership

performance measure.
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Key finding from analysis

Relevant recommendations

Career support, sponsorship, and
leadership representation remain

uneven.

Awareness of respectful conduct is
relatively strong, but generic
compliance training may not change

behaviour.
Practical support for pregnancy,
caregiving, health, flexibility and

facilities remains uneven across roles.

Policymakers /requlators:

e. Support sector-level visibility and
outreach.

Organisational leaders:

f. Strengthen women’s career

progression and sponsorship.

Organisational leaders:

g. Replace generic compliance training

with practical leadership education.

Organisational leaders:

h. Invest in practical support for

women’s participation and retention.
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