
Extract from Hansard 
[COUNCIL — Wednesday, 14 May 2014] 

 p3276d-3292a 
President; Hon Lynn MacLaren; Hon Michael Mischin; Hon Dr Sally Talbot; Hon Nick Goiran; Deputy 

President; Hon Amber-Jade Sanderson; Hon Alanna Clohesy 

 [1] 

GENDER PAY GAP 
Motion 

Resumed from 7 May on the following motion moved by Hon Alanna Clohesy— 

That the Legislative Council notes that Western Australia continues to have the widest gender pay gap 
in Australia and calls on the government to conduct a pay equity inquiry as a matter of urgency and use 
the recommendations of that inquiry to formulate a two-year strategy to close the gender pay gap in 
Western Australia. 

The PRESIDENT: One hour and 48 minutes remains for debate on this motion, if members wish to take up the 
time. 
HON LYNN MacLAREN (South Metropolitan) [2.04 pm]: Indeed, I do support this gender pay gap motion 
and I will continue my remarks heartily in support of it. 
We are reeling in the after-hours of a particularly brutal federal budget. I have just been today to the 
Western Australian Council of Social Service. I spent some time in my last contribution discussing WACOSS’s 
fine work in gender pay equity. It has also done an outstanding job to analyse the impact of both the state and 
federal budgets on our most vulnerable communities. I am talking about the sick, the unemployed, young people 
who perhaps do not have a career or are unemployed at the moment, and even seniors. There is a long list of 
people who are reeling from decisions at both the state and federal levels that have been made and announced in 
the last couple of days. It therefore makes me all the more passionate to support this motion, which is to conduct 
an inquiry into the gender pay gap in Western Australia. As we know, these budget impacts will be felt by 
women and low-paid workers and, as we have heard over the past few hours of debate, oftentimes they are one 
and the same. 

One of the elements of the motion that I have yet to address is that we should not only have an inquiry—which is 
a matter of urgency, members—but also use the recommendations that come out of the inquiry to formulate a 
two-year strategy. The motion stops there, but we may want to go on further and say that such a strategy needs to 
be adequately resourced and implemented, and there should be a time frame attached to it so that it is 
implemented in a timely fashion. Many of our strategies just go the way of academia, do they not? They come up 
and are discussed from time to time as, for example, “Oh yes, we had this strategy on sustainability.” We do not 
want this gender pay gap strategy to fall into that pile of strategies that gather dust on some academic shelf. 
We want to see it become part of a government strategy and to see any program that evolves out of it adequately 
resourced to address the problem, so that we, our children and our children’s children are not here in this 
chamber debating gender pay equity ad nauseam. One way to do that would be to put performance indicators 
into the modus operandi of departments so that they could move forward on this gender pay gap issue. The pay 
equity unit was at one point looking at that strategy, and there was a theory that it would be reported on 
regularly. There is no doubt that attempts have been made from time to time to address this issue. It is well noted 
that attempts that we have made have not been successful thus far. I think we should put our shoulder to the 
wheel and try to get the gender pay gap addressed in a timely fashion in the next couple of years. 

When we met last week, I was discussing the measures that the Greens would like to take to advance the status 
of women, for example. I was discussing the need to strengthen support mechanisms so that women can take on 
leadership roles equally with men in our political, legal, cultural, social and economic institutions. 

Another thing we need to do is provide affordable, high-quality and publicly funded child care. We need to 
specify minimum standards that require employers to make workplaces friendlier to parents with young children, 
including the provision of lactation breaks, paid leave for parents with sick children, and flexible work practices. 
I might add at this point that Hon Robin Chapple and I recently visited the New South Wales Parliament and had 
the great pleasure of meeting up with Greens members of Parliament from around Australia there. It has a 
wonderful parenting room as part of its public rest room facilities and I could not help but think of the parents in 
the Western Australian Parliament and how very little resources we have to support them in their roles. 

The DEPUTY PRESIDENT: Order, members! The level of audible sound coming from private conversations 
around the chamber is getting to a level that is making it hard for Hansard to record the proceedings. It is 
certainly hard for me to listen to the person on their feet. I ask that members conduct their business outside the 
chamber if they need to. 

Hon LYNN MacLAREN: The New South Wales Parliament has fine facilities for the members of Parliament 
and members of the public who are visiting Parliament and who are parents. It would not be impossible for us to 
do that here in Western Australia. I am sure that the serving members of Parliament with young children, and 
even the staff, would really appreciate that facility. In this day and age, a person would expect some kind of 
facility to be available. If the New South Wales Parliament has been able to implement this, I hope that we can 
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lift our standards and implement it as well, but that is in addition to my support for this motion on the gender pay 
gap. 

I will finish by talking about the benefit of having more women in higher senior roles in the workforce. In 2011, 
Forbes Magazine listed the benefits of having more women in the workforce in an article entitled, “Causes and 
Consequences of the Increasing Numbers of Women in the Workforce.” The list included the increased 
purchasing power of women and business result improvements because, according to research and advisory 
company Catalyst, companies with the highest representation of women board members attained a significantly 
higher financial performance than those with the lowest representation. Those companies had a 53 per cent 
higher return on equity, a 42 per cent higher return on sales, and a 66 per cent higher return on invested capital. 
The Forbes Magazine article stated there is an increase in gross domestic product from the benefits of having 
more women in higher positions. An article in The Economist stated that Goldman Sachs calculates that, leaving 
all other things equal, increasing women’s participation in the labour market to male levels would boost GDP by 
21 per cent in Italy, 19 per cent in Spain, 16 per cent in Japan, nine per cent in America, France and Germany, 
and eight per cent in Britain. For those of us who think in economic rationalist terms, it makes sense that women 
are in higher positions and more active in the workforce. With those clearly obvious social and economic 
benefits, I support the motion and I dearly hope that this government also supports it. 

HON MICHAEL MISCHIN (North Metropolitan — Attorney General) [2.13 pm]: I rise to put the 
government’s position on this motion. Almost a year ago on 11 June last year, Hon Alanna Clohesy gave notice 
of her intention to move the motion — 

That the Legislative Council notes that Western Australia continues to have the widest gender pay gap 
in Australia and calls on the government to conduct a pay equity inquiry as a matter of urgency and use 
the recommendations of that inquiry to formulate a two-year strategy to close the gender pay gap in 
Western Australia. 

I have listened with interest to the views of the several speakers who have addressed this motion, in order to 
respond to any issues of substance. Firstly, dealing with Hon Alanna Clohesy’s remarks, everything that she said 
reinforces my view that no inquiry is warranted and, if anything, some of the speakers might profit from reading 
the significant amount of literature that is already available on this subject so that they can understand more of 
what they are talking about. Secondly, I respect the views of Hon Lynn MacLaren, who canvassed a number of 
areas, but, frankly, the provision of crèche facilities in Parliament will hardly address the issue of the gender pay 
gap. That is a totally different issue— 

Hon Sally Talbot: Can you explain that? 

Hon MICHAEL MISCHIN: Hon Sally Talbot might be surprised to hear about it but I do not believe that there 
is a gender pay gap amongst parliamentarians. We are all paid according to a standard set by the Salaries and 
Allowances Tribunal, so there is no gender pay gap if we look at an average of pay between those who are male 
and those who are female in this Parliament, and I will say a little more about the parameters we are discussing 
later. Hon Sally Talbot seems surprised at that, but I do not recall seeing in any of the last determinations 
anything about there being a differentiation between the base full-time pay for male and the base full-time pay 
for female parliamentarians, but perhaps she can enlighten us about that in due course. 

Dealing with the matters raised by Hon Alanna Clohesy in the course of arguing the motion, I should first correct 
several of her assertions. First, she highlighted that almost 12 months had passed since she first gave notice of 
her intention to move the motion. She said that during that time, Western Australia’s gender pay gap had 
increased. That is not correct. WA’s gender pay gap has decreased since June last year. According to the 
Australian Bureau of Statistics’ March 2014 report on average weekly earnings in Australia as at November 
2013, it went down from 26.2 per cent in May 2013 to 23.9 per cent in November 2013, while the national 
gender pay gap remains at around 17 per cent. It is true that the gap in Western Australia is greater, but it is not 
true to say that it has increased; in fact, it is the contrary. She also asserted that the gender pay gap in the 
healthcare and social assistance industry, the retail industry, and the accommodation and food services industry 
had increased over the past 12 months. That information comes from the Workplace Gender Equality Agency, 
but it should be noted that this industry data is Australia-wide and, therefore, it cannot be inferred that increases 
in the gender pay gap for these industries have also occurred in Western Australia. Industry data on a  
state-by-state basis is not available. Hon Alanna Clohesy spoke at length on the gender pay gap for the 
Western Australian public sector and asserted that for permanent full-time and fixed-term contract employees, 
the gender pay gap had increased from 2012 to 2013. However, she did not highlight that the gender pay gap for 
permanent part-time employees had actually declined over the past five years and that the overall gender pay gap 
for the WA public sector has remained fairly static over that same period. 

Hon Alanna Clohesy: That is something to be really proud of. 
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Hon MICHAEL MISCHIN: I am simply suggesting that the member is getting wrong the facts that form the 
premise for her motion. It is not uncommon that in the information presented by members of the opposition to 
prove their cases, they get the basic facts wrong. In fact, in the WA public sector the gender pay gap was 
16.9 per cent in June 2013, which is considerably lower than the state average. Predictably, Hon Alana Clohesy 
also aired concerns about the Workforce Reform Bill 2013, inferring that it would somehow have a negative 
impact on WA’s public sector gender pay gap. Concerns, of course, are cheap. Anyone can have concerns and 
they do not have to have a rational basis—they just have to be worried about something. It seems to be 
fashionable for the opposition to blame every social ill on any measure that does not appeal to the union 
movement, but there is simply no evidence that Hon Alanna Clohesy can advance to support the proposition that 
the Workforce Reform Bill will have an effect on the gender pay gap. In fact, she did not even try. In that 
respect, I should point out that one of the objects of the Western Australian Industrial Relations Act 1979 is “to 
promote equal remuneration for men and women for work of equal value”. Equal remuneration is one of the 
factors that the Western Australian Industrial Relations Commission must consider when determining increases 
in minimum and award wages. Furthermore, the Western Australian Industrial Relations Commission has the 
power to issue an order to make or vary an award to take into account equal remuneration for men and women 
for work of equal or comparable value. How there can be any legitimate concern that the Workforce Reform 
Bill 2013 would have any adverse effect on gender pay equity in the public sector is a mystery. 

Hon Sally Talbot: The Attorney General obviously did not listen to the debate. 

Hon MICHAEL MISCHIN: I listened to the debate and there was no evidence or any material pointed out that 
would support that argument, Hon Sally Talbot. Perhaps the member will point some out, as she has in the past, 
by presenting the facts as she would like them to be rather than the way they are. 

Finally, the member raised that the Australian Parliament House of Representatives Standing Committee on 
Employment and Workplace Relations held a comprehensive inquiry into the gender pay gap in Australia. That 
review was conducted in 2009 and was further to reviews that had already been conducted in Western Australia 
in 1988 and 2004. It simply confirms that another review specifically for Western Australia is uncalled for. 
The federal review led to the introduction of the federal Workplace Gender Equality Act 2012 and the creation 
of the Workplace Gender Equality Agency, which is responsible for collecting mandatory gender indicator 
reports for all Australian businesses that employ 100 or more employees. Gender reporting by the WGEA also 
applies to all businesses in Western Australia that have 100 or more employees. In that regard, I must point out 
that it is estimated that only up to some 36 per cent of Western Australian employees are covered by the 
industrial relations system in Western Australia. That comprises unincorporated businesses, employing 
approximately 23.8 per cent of Western Australia’s workforce, and the Western Australian state government, 
which employs approximately 12.4 per cent of Western Australia’s workforce. As such, the Western Australian 
government has only limited jurisdictional tools with which to influence the factors that contribute to the gender 
pay gap. 

What is this all about? What is to be achieved by yet another urgent inquiry into gender pay in 
Western Australia? Bear in mind that there have been inquiries and reviews in the recent past, and the 
commonwealth, which controls the bulk of Western Australia’s industrial relations and pay standards, has an 
agency that collects relevant data. Given that the Western Australian Industrial Relations Commission is required 
to promote equal remuneration for work of equal or comparable value, what is the rationale for government 
resources being applied to this issue as opposed to any other? What will we find out? I suggest not very much. 

Perhaps we should clarify what the gender pay gap is. It is a reference to the difference in the average earnings 
of men and women and it is the key measure of pay equity. So far, so good, but it does not tell us much more 
than that. Hon Alanna Clohesy seems to believe that the average earnings for women should be the same as that 
for men, regardless of the number of each gender in employment, regardless of the jobs that they do, regardless 
of the qualifications that they have, regardless of the working arrangements that they enjoy or regardless of their 
preferences in the degree, the type or the character of their employment. When one thinks about it, to have no 
difference would require all male and female workers to be equally qualified, to be employed in equal numbers 
in the same industries and to have the same working hours and work arrangements. That may be achievable in 
some socialist utopia where everyone is paid the same for whatever work they do. In that utopia where people 
have to do the work that the government tells them to do and for the same hours as everyone else, regardless of 
education, ability or qualifications, that may be achievable, because when we look at averages of that nature, that 
is the only way to achieve it. There will always be some difference if we allow for a free marketplace and 
employment on the basis of supply and demand. 

Hon Ken Travers: No wonder all the government’s female members have left their seats for this part, minister. 
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Hon MICHAEL MISCHIN: I thank Hon Ken Travers and I look forward to the simple solution to the problem 
that Hon Samantha Rowe foreshadowed. I noticed that there had been a tweet by someone—I know who it 
was—suggesting that it was a sign of the arrogance of the government that I was, what was it, hectoring or 
heckling Hon Samantha Rowe. What I was trying to do was tease out the simple solution that she was talking 
about to cure the gender pay gap, because if she has this simple solution she should tell us so that we do not have 
to go into an inquiry about it. But, I could never tease out the simple solution. Just for reference, if one does not 
want to be thought a twit, a tweeter should perhaps learn to spell the name of the person that he or she is 
defaming. 

Several members interjected. 

The DEPUTY PRESIDENT: Order, members! The Attorney General has the call. 

Hon MICHAEL MISCHIN: In a free workplace that is governed by supply and demand and personal 
preferences that can be reflected in flexible working arrangements, there will never be uniformity either between 
or within genders because there will be differences. To determine whether the existence of the gender pay gap 
does demonstrate a problematic social inequity rather than reflect a statistical fact of life depends on comparing 
like with like. It should go without saying, but plainly it needs to be said, that the gender pay gap in, for example, 
the Australian Capital Territory, where there is a high proportion of public sector employees and a regulated 
structure for their payment—probably not unlike that in Western Australia—in a small geographical area and 
with a limited range of occupational opportunities, there will be a different pay gap from that in Western 
Australia, which is a larger, more dispersed geographical area, with a more diverse population and a more 
diverse economy ranging from the unskilled to the very highly paid mining population. I will come to that in due 
course. 

I digress for a moment to look at the myth busting referred to by Hon Samantha Rowe. One myth that was 
busted on some website was the claim that women do not go in for mining work because it is dirty and 
physically demanding. That was, frankly, a pathetic myth to put up because I am not aware of any myth to that 
effect. One of the weakest forms of argument is to set up paper tigers that can then be knocked down—that is, to 
set up some fatuous myth, suggest that it underlies the opposing argument and then bravely knock it down. I 
suggest that no-one seriously suggests that women do not take up mining jobs because mining is dirtier than 
soiled nappies or more demanding than making beds. In fact, there are many women employed in the mining 
industry nowadays; many of them are preferred as vehicle drivers and operators because they are less aggressive 
with their equipment than men are and so preserve the life of that equipment. They are highly respected and very 
valued employees in the mining industry. But, perhaps like men, some just do not want to be miners. Maybe they 
do not want to be fly in, fly out workers and maybe that explains why a lot of women do not even try to get the 
qualifications to do that sort of work—they simply do not want to do it. While people have a preference as to the 
types of work that suits them, there will always be a disparity and we will never be able to compare like with 
like. 

Research has already been undertaken in this state, as well as nationally and internationally. In 2004, the 
Todd and Eveline “Report on the Review of the Gender Pay Gap in Western Australia”, which was tabled in 
Parliament in November that year, highlighted the various issues and they accord with the findings of the 
national and international research. That report contained 34 recommendations, including that there be 
established a pay equity unit for Western Australia. In February 2006, the pay equity unit was established within 
the labour relations division of the then Department of Consumer and Employment Protection. Otherwise, the 
review found that the causes of Western Australia’s gender pay gap were complex and multifaceted and arose 
out of a range of social, historical and labour market factors. 

It seems to be generally accepted that key factors contributing to women earning less than men are, firstly, that 
men and women still tend to work in different areas of the workforce and to be clustered into certain occupations 
and industries. Those industries and occupations that are female dominated have traditionally been undervalued, 
it was considered, with so-called men’s work paid more than women’s work. For example, 82.4 per cent of 
employees in the mining industry are male, whereas women account for 76.2 per cent of employees in the health 
care and social assistance industry. On one view, it is not so much a matter of undervaluing women’s work as 
opposed to men’s, it is a question of the skills necessary for particular types of work, the demand for those skills, 
the availability of people who possess those skills in the labour market and also people’s preferences in the work 
they do. A second factor is that women are overrepresented in casual or non-career part-time jobs. Those types 
of jobs often pay lower wage rates and provide fewer opportunities for training, skills and personal development 
and career progression. As of February 2014, women account for some 70.8 per cent of all part-time or casually 
employed persons in Western Australia. We know all these things. A scarcity of career part-time jobs and a lack 
of flexible work arrangements restrict the ability of employees to combine quality employment and family care 
responsibilities. This is another factor and it has an impact on both current and future earnings, with time out of 
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the workforce likely to hinder career progression. Although this is a potential problem for all employees, it more 
often affects women who have dependent children or who, as the demographic indicates, tend to assume care for 
ageing family members, which keeps them out of full-time employment in the workforce. 

Lastly, women tend to be under-represented in senior positions and on boards and businesses and organisations 
as has been mentioned. 

Hon Alanna Clohesy: As has been pointed out in a rational way. 

Hon MICHAEL MISCHIN: I agree. Is there a problem with that? 

Hon Alanna Clohesy: There is. 

Hon MICHAEL MISCHIN: Having said all that, the fact that I am agreeing with it suggests, as 
Hon Alanna Clohesy has pointed out, that we already know what part of the problem is and we do not need 
another inquiry to find out what the problem is. 

Hon Alanna Clohesy: I think you have demonstrated why we need an inquiry—the government does not 
understand! 

Hon MICHAEL MISCHIN: I have not had it explained any differently. I have heard a lot of rhetoric, but I 
have not seen any material to suggest that anything that I have said is inaccurate. 

There is no one simple answer for why WA’s gender pay gap is so high or how to address it. The mining 
industry definitely plays a part in WA’s high gender pay gap, but identifying the magnitude of its influence is 
difficult. Only 8.8 per cent of all Western Australian employees work in the mining industry, but the flow-on 
effect of that on associated sectors, such as construction, and professional and scientific services, plays a 
significant role in elevating average earnings across what tend to be a number of male-dominated industries. 

Research has estimated that one in five WA employees works in either the mining industry or an industry that 
supports or services the mining industry. Skills shortages in mining-related sectors have resulted in higher than 
average earnings over a long period of time. As men are more likely to work in those industries, male average 
earnings are now significantly higher than those for women in Western Australia. As of November 2013, men in 
Western Australia earn on average $421.80 more per week than women, the comparative figures being an 
average of $1 763.10 per week compared with $1 341.30 per week. To further highlight the extent to which male 
earnings in Western Australia have increased significantly, average earnings for men in Western Australia are 
$230.30 more than male earnings nationally—$1 763.10 per week compared with $1 532.80 per week. 
In pay gap terms, men in WA earn on average 13.1 per cent more than men nationally, while women in 
Western Australia earn on average only 5.3 per cent more than women nationally. 
What is being done regarding pay equity to the extent that the WA government has control over the forces that 
influence it? Within the WA public sector, strategies are in place to monitor the gender pay gap and to develop 
solutions. The public sector is leading the way in closing the gender pay gap. The labour relations division of the 
Department of Commerce collates information from public sector agencies to monitor and report on the gender 
pay gap and allow for tracking of progress. There is a range of initiatives in the WA public sector to attract and 
support female employees, including transparent pay scales and flexible working arrangements. I think that 
Hon Lynn MacLaren mentioned some instance in which a female friend of hers was being paid less than a male 
colleague in the public sector. I would be interested to know what that instance was and whether those sorts of 
things can be investigated and some material found as to the reasons why that might be the case. But, as I 
pointed out, in accordance with the principles that are already well established in the Industrial Relations Act 
1979, the Western Australian Industrial Relations Commission has an obligation to address disparities in pay 
between genders for light work. 
Additionally, the Public Sector Commission has undertaken research to understand the barriers to 
women’s leadership in the public sector and is working to implement strategies to support women’s leadership 
aspirations. All sectors are supported to address gender pay equity issues in the workplace by the pay equity unit 
at the Department of Commerce, which provides support and services to organisations and businesses generally. 
Services available include training assistance and information to enable organisations to undertake a pay equity 
audit to identify gender pay gaps and then develop strategies to address them. The pay equity unit’s information 
seminars highlight the importance of workplace flexibility for attracting and retaining women. The Department 
of Local Government and Communities continues to highlight the gender pay gap as an area of focus in its 
“Women’s Interests Strategic Directions 2011–2014” document under the priority area of economic 
independence. That department supports women’s economic independence through a range of initiatives, 
including seminars to encourage women’s entrepreneurial endeavours and scholarships to support mentoring and 
to enable women to attend the ignition accelerated entrepreneurship course. 
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Recently the Minister for Women’s Interests launched the resource “Being Board Ready: A Guide for Women”, 
which aims to assist and support women to move into leadership positions and board roles. Further, the latest 
update of the women’s report card produced by the Department for Communities; Women’s Interests, was 
released in December 2012. The report card measures women’s performance across a range of indicators, 
including the gender pay gap, to produce data that benchmarks women’s progress. Hon Sue Ellery asked about 
the next report card, and I understand that the next women’s report card is scheduled to be released in 2015. 
Strategies are in place to monitor the gender pay gap in Western Australia and develop appropriate solutions and, 
for this reason, a pay equity inquiry is not required. Addressing pay equity requires organisations across all 
sectors to focus on identifying and removing barriers to workforce participation and career progression for 
women. All organisations across all sectors could use the tools that are available from the pay equity unit to 
develop strategies and initiatives to address gender pay gaps and issues in the workplace. 
To my mind, the aim should be to support and encourage the education and opportunities for women and girls to 
encourage them to realise they have the potential to achieve in the community and are not disadvantaged in 
being able to do so. Once those impediments are taken out of the way and there is appropriate encouragement 
and the taking of initiative by women and girls themselves to take advantage of the opportunities that present 
themselves, as a matter of choice of course, then the pay gap, for what that is worth, will narrow; but, more 
importantly, the individuals will be able to achieve their full potential without regard to their gender and will find 
the benefits, as has been suggested, flowing through not only to the community generally but, importantly, to 
achieve the potential of the individuals concerned so they can be satisfied that they have, in fact, done the best 
they can with what is on offer in their lives. Personally, I have been very supportive of any initiatives to allow 
girls at schools to realise that no door is closed to them if they choose to go into professions that are a little out of 
the ordinary. One only needs to see how things have developed over the past 30-odd years. When I was at 
university, the idea of women being in any engineering faculty was a novelty and very few women undertook 
engineering as a choice subject; but that number has increased. The number of women in law school has 
increased to the point where I suspect now the balance is likely to be more women than men in law school. That 
has been a dramatic change over the past couple of decades. I, frankly, do not think that any strategy can achieve 
in two years social change such as that, because it takes generational change; but we are seeing some terrific 
progress in this area and, from the point of view of my department, I will continue to urge that this area be 
considered and addressed. In the meanwhile, there is no requirement for yet another inquiry into the issue and 
the government will not be supporting the motion. 
HON SALLY TALBOT (South West) [2.42 pm]: This is an excellent motion, moved by my colleague 
Hon Alanna Clohesy. Hon Michael Mischin might want to know how the honourable member pronounces her 
name so that he can get it right in future. In this motion Hon Alanna Clohesy has succeeded in drawing the 
Council’s attention to the fact that Western Australia has a gender gap that is by any definition unacceptably 
large; that the way to begin to make significant inroads into addressing this problem is to have an inquiry as a 
matter of urgency; and to the concrete suggestion that we ought to have a two-year strategy to close the gender 
pay gap. She has achieved something else too, which sometimes these motions do not manage to achieve—but 
she has certainly done it with this motion—and that is to expose the government’s complete misunderstanding of 
these issues. So far a couple of government contributions on the motion have been full of nonsense, silly and 
simplistic analyses of the problem, and are, frankly, nonsensical solutions on how to move forward from here. 
One of my favourite quotes is by the American writer Henry Louis Mencken, who said that for every complex 
problem there is an answer that is clear, simple and wrong. If ever I have heard an illustration of that fact, it was 
in the contribution we have just heard from the Attorney General. I will have a bit more to say about that in my 
remarks. 

I listened with great interest to Hon Liz Behjat’s contribution to the debate. I have never been one of those 
women who self-effaced in any way when promoting what I thought I was capable of doing. I decided from a 
very early age that I wanted to enter a profession in which I could not see that gender had any relevance. I was a 
cellist and I wanted to play in a symphony orchestra. I could not see any particular impediment to doing that as a 
girl. I grew up, as a student at both school and then the conservatorium of the Royal College of Music 
in London, with an equal mixture of men and women and girls and boys. I was always brought up to think that 
being a girl or a boy had lots of interesting parameters around the definition of gender, but that there was no 
particular advantage or disadvantage when it came to things such as the basic skills of playing a musical 
instrument. Of course, when I got to the age where I was starting to explore the music scene of London I quickly 
discovered that, in fact, the world of classical music was highly gendered. Those who take an interest in these 
things might remember that in those days, apart from the BBC Symphony Orchestra, there were four major 
orchestras of international standard in London. I discovered very quickly that three of them did not allow women 
to play, at least in the cello section. Two of them did not have women at all—the Royal Philharmonic Orchestra 
and the London Symphony Orchestra. Incidentally, the LSO is coming to Australia in the near future and it long 
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ago addressed this problem, but in those days, in the early 1970s, there were no women musicians at all in the 
London Symphony Orchestra or the RPO. The LPO did “allow” women to play in the orchestra, but there were 
no female cellists, because somehow playing the cello was regarded as something that was not “quite nice” for 
girls to do, perhaps. The only major orchestra in London at that time, apart from the BBC, that accepted women 
was the New Philharmonia Orchestra. I was not daunted by that. As I say, I am not one of those women who fits 
into the category Hon Liz Behjat identified. That was not going to stop me. Of course, there was nothing in those 
days—I am talking about the late 1960s and early 1970s—to stop women auditioning. A woman could apply for 
jobs in those orchestras because they did not actually broadcast that they did not allow women, at least in the 
cello section, if at all. So I did, indeed, apply for every single job that was going, including those three orchestras 
that did not have any women. 

I remember one of the first auditions I went into. I was not particularly nervous in those days. When we are 
young, we have a certain brazenness, and I knew I could play just as well as anyone else. However, I remember 
vividly the experience of walking into a vast hall with a beautiful parquet floor to do my audition. The 
auditioners—probably about six or eight of them—were sitting at a long table at the far end of the hall and I had 
to walk the length of the hall carrying my cello and my bow and my music under my arm to get to the stage so 
that I could then climb up onto the stage to sit down and do the audition. About halfway down the vast expanse 
of hall I dropped all of my music—orchestral sheet music is largely single sheets, and so when it is dropped on a 
shiny parquet floor it goes for about half a kilometre in every direction—whereupon, the six or eight blokes on 
the auditioning panel got up as one and rushed after all this sheet music, picking it up for me and giving it back. 
It was not my most glorious moment I have to say. If I was trying to prove a point that women could be trusted 
to play the cello in a major international orchestra, I did not get off to a very good start by dropping all my 
music. They were extremely gallant, but did not give me the job. I will have a bit more to say about the world of 
classical music in a moment, because some very interesting studies have been done about the new practices in 
that profession that have addressed some of the discrimination and inequality of those days. 

Let me come back to the terms of the motion of Hon Alanna Clohesy. The terms of this debate, as she set them 
out, are, as I said, that WA has the widest gender pay gap in Australia; that we need a pay equity inquiry; and 
that we desperately need a strategy. I think her parameter of two years is probably about right to address this 
problem or to set out a mechanism for addressing the problem. The first of those terms, the widest pay gap, is a 
given. The key matter, which is not disputed in any of the figures that anybody has put forward on either side of 
this chamber, is that we have a gender pay gap that is unacceptably wide. But the key question is: why? 
If members listen carefully to the terms of this debate, they will hear how that disagreement is framed. On the 
one hand, we are talking about valuing or revaluing women’s work—a point made eloquently by 
Hon Lynn MacLaren in her contribution. But another aspect of this problem is that we need to rethink the way 
that some of our professions are structured. Hon Michael Mischin touched very lightly on this point without 
pursuing it, because, I daresay, he was going off in a different direction. Some of the basic determinants of 
inequality, such as education differences, are now effectively removed; yet, those discriminatory practices are 
still professionally evident and need to be addressed. In the rest of my remarks I will go back and forth between 
those two non-conflicting terms of the debate. I think they are mutually informing, but it is important to 
distinguish between the two different things—as I say, on the one hand, the revaluing of women’s work; and, on 
the other hand, the rethinking of our professions. I will not go through the statistics—everybody has cited them. 
My calculation is that in Western Australia something in the order of $262.50 is the difference between the 
average weekly ordinary time earnings of men and women. It is about 24 per cent, which cashes out to about 
$262.50, compared with about 17 per cent nationally. 

I opened my remarks with the quote “For every complex problem there is an answer that is clear, simple and 
wrong”, and I will canvass a few of those. Aspects of this problem have been raised, particularly by honourable 
members on the government benches. These are the obvious answers that are “commonsense”, in the sense that 
commonsense will never deliver the satisfactory answer to these complex questions. Hon Liz Behjat made the 
obvious but highly salient point that men and women are different; I have to say that I agree with her on that 
score. I think what Hon Liz Behjat was getting at there was that men and women negotiate in different ways; that 
the approaches women take to work, employment and advancement in their careers or professions is different 
from the approaches taken by men. But it is important that we tease out some of those concrete differences as 
they play out in ways other than our attitude to things like asking for pay rises or applying for jobs for which we 
are not 100 per cent certain we are qualified. 

Let us look at the mining industry. Even in my own local papers in Bunbury I often see that referred to as a 
factor in explaining why men and women are not paid the same for work of equal value; that is, that the mining 
industry sucks up a lot of Western Australian employment, and it is not necessarily an industry in which women 
are readily employed. As the minister pointed out, that is a bit of a furphy because, particularly when it comes to 
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driving things like Haulpaks, many companies actually prefer women. Women tend to do fewer broggies with 
the equipment, so the equipment tends to need servicing rather less often, which of course is a good thing cost-
wise. But the role the mining industry plays in creating this pay disparity that is statistically higher than 
anywhere else in the country is a jolly good question. It has to have something to do with the different nature of 
the employment market in Western Australia. Therefore, one would logically have to say that it has something to 
do with the mining industry. Again, I say that apart from giving people who are concerned about this matter an 
opportunity to take head-on some of the silliness and the simplicity of the way the government seems to want to 
address this, if we had an inquiry it would give us the opportunity to tease out exactly what the role of the mining 
industry is in contributing to this pay disparity. One of the explanations, which is far more complex than 
anything Hon Michael Mischin referred to, is of course—this is something that anybody who has anything to do 
with government is acutely aware of—that the mining industry tends to suck employees out of other places in the 
employment market. Not so many years ago the state government simply could not get planners because all the 
planners had gone into the mining industry. But why is it not, in that case, that women are being sucked into that 
vacuum to take the place of the people who have gone to earn more money in the mining industry? I do not 
know the answer to that, and I put it to this chamber that no honourable members in this chamber do. It is exactly 
the sort of thing that a substantive inquiry into this issue might be able to tease out. 

Hon Michael Mischin interjected. 

Hon SALLY TALBOT: I know Hon Michael Mischin is trying to get my attention, but you will notice, 
Madam  Deputy President, that I am addressing my remarks to you. Quite frankly, we have heard so much from 
Hon Michael Mischin that I could do without him for about the next six months. If he would just sit there and be 
quiet, I am very happy to address my comments to Madam Deputy President. 

The second “obvious answer” that is clear, simple and wrong that we get when we are looking for explanations 
for the gender pay inequity is part-time work. This is where we get into very, very murky territory. I heard 
members of the government get up and start talking about choice, and Hon Michael Mischin came awfully close 
to saying that the whole gender pay gap was explicable in terms of what women choose to do. That is when I 
think that it is only in the context of a substantive inquiry into this issue that we are ever going to be able to get 
to a position of the conservatives in this state really understanding the dimensions of the problem. All the figures 
that have been quoted on this and the other side of the house distinguished between full-time work and part-time 
work. At least on this side of the house we are absolutely crystal clear that when we talk about the gender pay 
gap in terms of 24 per cent compared with 17 per cent nationally, we are talking about average weekly ordinary 
time earnings. It is a very simple concept. It includes neither part-time work nor overtime or higher duties 
allowance—all the other kinds of pay add-ons that most people in the workforce are able to get. Of course, if one 
were to do the calculation not based on ordinary time earnings but on gross weekly earnings, part-time work, 
overtime and those other bonuses would blow the gender pay gap out far, far more than the 24 per cent at which 
it currently stands. 

The third clear, simple and wrong answer to what we can do to address the gender pay gap is couched in terms of 
supply and demand. It is about the value question. I noticed that in one of the interjections that 
Hon Michael Mischin made—I think in relation to something somebody said on this side of the house; I cannot 
remember who—he talked about the simple law of supply and demand. As if there is a simple law of supply and 
demand out there that is saying “We would prefer to pay men more than women.” It is just such arrant nonsense 
and abject rubbish that I really do not deign to give any sort of serious reply to it, other than to say it is one of the 
furphies that is constantly thrown out there. It is something that is completely wrong. 

I put it to you, Madam Deputy President, and through you to members of the house, that when we listen to all 
that stuff that came from Hon Liz Behjat and Hon Michael Mischin, the question that is being answered there is 
the wrong question. The question that is being answered, in the way the government has chosen to respond to 
this motion, is: “Is there an explanation about the gender pay gap that will not trouble me?” That is why the 
government benches try to frame an answer to this question in terms of choice in that somehow, at the bottom of 
all this, it is a simple matter of what women choose to do and what men choose to do. 

Before I address that substantive point, I just wanted to say that what this side of the house regards as the 
“bleeding obvious” seems to elude people on other side. That is, that the actual, real question ought to be 
whether there is an unfair difference between women’s earnings and men’s earnings. I do not see how the answer 
to that can be that the difference is fair. Remember, we are talking about equal pay for equal work. I have not 
heard an argument to say that that is a fair outcome. Of course, conservatives always argue that it is not unfair; 
they always have and they always will. Every time we find a Tory in Western Australia, Australia and the whole 
of the western world, we find the argument that it is not unfair that women are paid less than men for equal 
work. 
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Hon Sue Ellery: It’s just the way it is! 
Hon SALLY TALBOT: As Hon Sue Ellery says, it is just the way it is and we should suck it up and get on with 
it! As Hon Liz Behjat said, women are their own worst enemies. Once women learn to get on top of their 
problems, they will go up the pay scale. Let us unpack that argument. Men choose high-paid careers. It is very 
simple. 
Several members interjected. 
Hon SALLY TALBOT: Men choose high-paid careers and women choose careers that are not highly paid. 
Men choose careers that are mainly in engineering of course, but not social engineering, which I would think 
most of the government would be interested in doing. I saw one list generated from some American research that 
suggested that seven of the 10 highest paying professions are engineering of some kind. 
As Hon Michael Mischin said, 50 per cent of engineering students are now women. 
Several members interjected. 
Hon SALLY TALBOT: It does not particularly make sense, but that is how the conservative argument goes; 
men choose highly paid careers, mainly in engineering, and women choose careers in areas such as social work, 
the arts, caring professions and hospitality, which do not pay as well. I say again that we are talking about equal 
pay for equal work. 
I want to suggest four parameters that begin to peel away the onion skin to get to the core of this problem. These 
are four things that can be fact-checked. 
Hon Michael Mischin interjected. 
Hon SALLY TALBOT: I know how much Hon Michael Mischin likes a good fact, so if he wants to fact-check 
these, he is very welcome to and I am happy to give him references and websites—whatever sort of technology 
he can cope with. These are the four facts. The first fact is that women earn less than men even when they get the 
same education. 
Hon Liz Behjat: I want to hear more about the cello. 
Hon SALLY TALBOT: I can do a lot more on that, if the member likes, but not in the context of this motion 
because this is very important. I will send the member my inaugural speech; she can read that as it has a lot about 
playing the cello. 
The first fact I want to present to the house is that women earn less than men even when they get the same 
education. Reams of research show that this is simply a fact. When the conservatives in this place say that 
women have fewer educational qualifications and that we have to address this problem before we address the pay 
gap, it is rubbish. The fact is that women earn less than men even when they get the same education. More 
shocking than that, I think, is that women earn less than men even when they do exactly the same jobs. Let us 
take as an example a caring profession such as nursing. Men in nursing earn more per week in ordinary earnings 
than women in nursing earn per week in ordinary earnings. Something else is going on here. I know that it will 
not have escaped anybody on this side of this house, and I think the message might be getting through to those 
on the other side of the house because they are keeping up a constant babble with “What’s she talking about? We 
don’t understand this. Can you help us understand what’s going on here? We think we might be wrong. Oh, no!” 

Several members interjected. 

The DEPUTY PRESIDENT: Order, members! Hon Sally Talbot has the call. 

Hon SALLY TALBOT: The third fact is about addressing the problem of women’s different work history. It is 
about parenting. It is about how the different work histories play out in people’s pay and work situation. There 
was a brilliant article—I think it is not too dramatic to call it brilliant—by Annabel Crabb recently in The Sydney 
Morning Herald that referred to all the stuff that has gone on around the pregnancy of Chelsea Clinton and how 
a large section of the American commentariat is playing it as some sort of strategic move on Hillary’s part, so 
that when she goes on the hustings in a few months’ time, she will be able to have a cute grandchild tucked 
under her wing. 

Hon Sue Ellery: They planned it just for that! 

Hon SALLY TALBOT: It is a wonderful article. If members just google Annabel Crabb and Hillary Clinton, 
they will find it. I will not go into that now because it is a bit of a distraction, but Annabel Crabb points out that 
when we talk about different expectations, the issue of parenting, and, indeed, in that case, grandparenting, is 
highly gendered. There are completely different expectations around the employment prospects of men and 
women just on the basis of the choices they will make in their parenting. One of the things that Annabel Crabb 
points out is that Mitt Romney has 21 grandchildren, yet during his campaign for the Republican nomination, 
there was not one mention of his 21 grandchildren. The issue is whether people are in fact free to make those 
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choices about how their work history impacts on their parenting. Of course, clearly, it is not always a free choice. 
I am talking about the things that can be factually established about the reality of women’s employment 
situation. I have already said that they earn less even when they have the same education and even when they are 
working in exactly the same jobs, such as nursing. However, the parenting choice is not always freely made; and, 
when it is, it is not clearly distinguishable on the grounds of gender. 

The fourth point I want to make is that it is a simple fact that the majority of low-wage workers are women. 
When education, experience and the nature of the job are factored into the number of low-wage workers who are 
women, all those factors explain some of the reasons why women are clustered in low-paid professions. 
However, all the studies show that a significant part of that disparity still cannot be explained by any of those 
factors. That disparity is not explicable through a different education, the different nature of the job or the 
different nature of the employee’s experience. It can be explained only on the basis of the discrimination that 
exists in those industries across those professions. A joke went around about 20 or 25 years ago about the fact 
that there were a lot of women in banking in Russia. The grandmother of a little Russian boy asks, “When you 
grow up, are you going to be a banker?” and he says, “No, no; that’s women’s work.” It is as though a profession 
loses its status when it becomes feminised. That is what we are talking about when we talk about this entrenched 
discrimination. 

Let me explain this is a bit more, because it is not an easy subject for people to get their head around. It applies 
to both those categories that I identified at the beginning of my contribution to this debate. It applies to both the 
project of revaluing women’s work and the project of reorganising or restructuring professions to remove 
discrimination. I am referring to the research that has been done in which all those productivity-related 
characteristics have been removed and all those factors are quantified as a percentage that can be attributed to the 
difference in pay. What is left when education, training, experience, the nature of the occupation, work history 
and people’s expectation of work, which encapsulates things such as part-time, non-permanent employment, are 
abstracted or quantified? Up to 40 per cent of that difference in pay—remember, in Western Australia it is 
around the 25 per cent mark—is unexplained by anything other than discrimination. 

Let me give a real-life illustration of that so members have the flavour of what we are talking about. I will refer 
to three different aspects. It is all confirmed by studies, tests and experiments. All the literature is readily 
available to anybody who wants to sit down with a computer or go to the Parliamentary Library and ask someone 
to get it for them. Let me talk first about the kind of double blind tests that are conducted by employers when the 
gender of the applicant is not apparent to the person undertaking employee selection. All these studies show that 
women are 40 per cent less likely to receive an interview. The particular experiment I am thinking of was 
conducted in the context of applying for a job as a waiter in what we would call a white tablecloth or high-end, 
fine dining restaurant. People with names like Ashley and Lesley were invited to apply. The people selecting the 
applicants did not know what gender they were. When it was compared with a double blind test where people 
knew the gender, it was able to be established that women were 40 per cent less likely to receive an interview 
and 50 per cent less likely to receive a job offer. Those are not small numbers. Data like this cannot be explained 
away by saying it is just a statistical blip or it might have been the particular part of America where the study 
was conducted. This is a massive difference—40 per cent less likely to receive an interview and 50 per cent less 
likely to receive a job offer. 

I want to come back to playing the cello; I know Hon Liz Behjat will be pleased. The situation I described earlier 
about discrimination against women in the symphony orchestras in London around the early 1970s was 
addressed all over the world. Anywhere there is a symphony orchestra, they do not do what I used to do in 1972 
which was walk into a hall, drop music all over the floor and all the blokes would get up and pick it up. Every 
audition is now conducted behind screens so that nobody on the panel knows the gender of the person that they 
are listening to. I want people to focus on this because this is quite interesting. I will give some percentages. It is 
the percentage that that blind audition alone accounted for in terms of upping the number of women in 
orchestras. In the USA in 1970, only five per cent of symphony orchestra players were women. In 1996, which is 
the latest figures I could find, it was 25 per cent. It is a lot more now. Certainly the West Australian Symphony 
Orchestra has always been about 50–50; even orchestras like the Vienna Philharmonic now have a very equitable 
distribution of male and female players. Moving to blind auditions making a difference—25 per cent of the 
increase was down to that. Obviously 75 per cent of the increase would have been down to things like making 
conservatoriums more attractive to women, active encouragement for more girls to go into the profession, all 
those sorts of things; perhaps more family friendly working hours. But 25 per cent of that difference is to do with 
simply removing the issue of gender from the auditioning process. 

The third area I want to refer to is housework. When we are talking about equity at work, both Hon Liz Behjat 
and Hon Michael Mischin contributed on behalf of the government. They talked about the fact that it is 
important to create a level playing field and that these structural issues need to be addressed. I put it to members 
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that one of the difficulties in making a straightforward adjustment in the workplace is the inequality of the 
division of labour at home. The simple fact is that when it comes to a question of what one’s expectation of work 
will be like, one cannot abstract from that what their expectation of work at home is likely to be. If anybody has 
more recent stats, say data about Perth last night, I would be really interested to know. The ballpark figure that 
seems to be corroborated by all the research conducted in the last couple of years, and indeed by anecdotal 
experience, is that about 50 per cent of women do housework and about 20 per cent of men do housework. That 
is the boldest stat that I can find about this. There are all sorts of other things about the actual number of hours 
and the sort of housework that men and women do. Those statistics can be broken down in all sorts of really 
interesting ways. But the basic fact is, take any group of women and any group of men and we will find that 
about half the women and only about one-fifth of men do housework. 

I found some research that I had never seen before that I thought was quite interesting, so I will share it with 
honourable members. I discovered research that showed that this pattern of inequality in work done at home and 
the expectations on the male and female members of the household start at an extraordinarily young age. Did 
members know for example that 70 per cent of boys say they get pocket money and only 60 per cent of girls say 
they do? That seems to be quite a significant difference and not explainable in terms that do not bring us back to 
some sort of gendered expectation about the roles that boys and girls play. I am not talking about 71 per cent and 
69 per cent; 70 per cent of boys and 60 per cent of girls get pocket money. 

Hon Nick Goiran interjected. 

Hon SALLY TALBOT: I do not have time to go into all these details, but I can share the research with anybody 
who is interested. 

Boys also report more hours of play. So, statistically boys spend a higher percentage of their time at home 
playing than girls do. And girls, as a correlation, report more chores than boys. Interestingly, that difference even 
carries on when boys and girls work outside the home. Take babysitting for example: many, many more girls 
than boys do babysitting, but the boys who do babysitting charge and receive a higher hourly rate than girls. I 
have used round figures here — 

Point of Order 
Hon NICK GOIRAN: I would just like to ask the member to identify the document that she is quoting from. 
Several times Hon Sally Talbot has indicated that she is referring to some research, which I think is quite 
instructive and relevant to this debate. I would be interested to know what this research is that she is quoting 
from. 

The DEPUTY PRESIDENT: Hon Sally Talbot, will you please state the document you are quoting from. 

Debate Resumed 
Hon SALLY TALBOT: The notes I am referring to are from my own personal aide-mémoire, as the President 
is fond of calling them. I will certainly give Hon Nick Goiran the link to the research. 

Hon Michael Mischin: Will you table the notes? 

Hon SALLY TALBOT: I will be very happy to, yes. I will wait until the end to table them. 

I was talking about children’s pocket money for chores done. This is paid work outside the home. In round 
figures, boys report doing two hours a week for about $48 and girls report doing three hours a week for a total 
amount of $45. It is interesting to note how early this onset is; this difference in remuneration. 

Hon Michael Mischin interjected. 

Hon SALLY TALBOT: Hon Michael Mischin will be able to read all this later. 

The next part of my private notes here say, “Michael Mischin’s comments: no idea what we’re talking about. 
Pages 5 and 6 refer to his profession.” Let us see what he said. 

Several members interjected. 

The DEPUTY PRESIDENT: Order, members! Hon Sally Talbot has only eight minutes remaining. Can we try 
to hear those out in silence? 

Hon SALLY TALBOT: On second thoughts, I thank you for pointing out to me that I only have a limited 
amount of time left. For anybody who is the slightest bit interested, I will refer to some of the interjections that 
were made by Hon Michael Mischin. I do not have time to go into them now. I might have to make a member’s 
statement at some stage. By way of closing, I thought it might be interesting to have a look at the profession of 
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which Hon Michael Mischin sometimes has forgotten he is no longer part, and that is, of course, the law 
profession. 

Hon Liz Behjat: He’s the Attorney General and he’s not part of the law profession? 

Hon SALLY TALBOT: No; I mean that he used to be a practising lawyer. He used to get paid for being in 
court, and I do not think he has ever quite got over it. He still wears that DPP mantle every time he walks into 
this place with his cross-questioning and all that sort of thing. Anyway, that is not the point here. 

I had the great privilege a couple of Fridays ago to be invited to a ceremony at the Supreme Court, which held an 
admission ceremony for people to practise as lawyers in WA. I think it used to be described as being called to 
the bar. The ceremony was conducted by Chief Justice Wayne Martin. It was quite remarkable to note during the 
ceremony that about 90 per cent of the mainly young people being admitted to practise law were women. There 
were only three men out of a total of 20, yet of course members who have attended those ceremonies know that 
on the front tables are all the senior people who are sponsoring the admissions. I think that might be the right 
term. 

Hon Nick Goiran: Moving them. 

Hon SALLY TALBOT: Moving the admissions; thank you, Hon Nick Goiran. 

Of course, the gender balance there was completely reversed. The Chief Justice, in his welcoming speech to the 
new appointments at the end of the ceremony, made reference to this, and pointed out how absolutely 
unacceptable it is to have such a gross discrepancy in gender representation among the junior and senior 
echelons of the profession. Chief Justices historically in this state have a very fine record in this regard. I am sure 
all the lawyers and many non-lawyers in this chamber will remember that in 1994 the then Chief Justice, 
David Malcolm, commissioned a report on gender bias. Of course, we are now hitting the twentieth anniversary, 
and indeed a twentieth anniversary review is underway. 

The legal profession has come a long way since 1904, when there was a very famous case called Re Edith 
Haynes, which I came across only recently, largely as a result of perusing some of the material to do with this 
20-year review of the report on gender bias. 

Hon Nick Goiran: One hundred and ten years ago! 

Hon SALLY TALBOT: Yes, 110 years ago. We have come a very, very long way. Hon Nick Goiran obviously 
knows the case in which the first woman ever to apply for admission as a lawyer was disqualified on the basis 
that the Legal Practitioners Act 1893 did not include “female” in the definition of “person”. She was therefore 
refused admission to the bar on that basis. In 1923, Edith Cowan moved an amendment to that act, which was 
called the Women’s Legal Status Act 1923. It had a very simple clause, which said basically that from now on 
women are people. I do not have time to read out the quote but it is quite interesting. 

We have come a long way since then, but I suggest to honourable members that the Nexus Network report, 
which was commissioned as part of the 20-year review, makes very salutary reading for anybody who is 
concerned about this issue. Remember that I am talking specifically about these discriminatory practices that are 
entrenched in professions of which one of the results is the gender pay gap. Employment places are often not 
friendly, welcoming, constructive, nurturing places for women. They are often not for men as well, and that is 
also canvassed in this report, as not only women responded to the Nexus report. However, for women there are 
particular hazards involved with discrimination on the basis of gender. I will quickly read a couple of comments 
from this Nexus report, which is publicly available. It was commissioned by the Women Lawyers of Western 
Australia association, and members will find a copy on the website. 

This report is laden with references to the kinds of discrimination that lead to stress. The legal profession would 
be a good place for Hon Michael Mischin to start for his understanding of exactly the part that workplace culture 
plays in leading to some of these gross inequities of outcome. Towards the end of the report on page 54 is a 
section headed “Barriers and Disincentives” and I will quote a couple of passages from that page. None of the 
lawyers is named. Lawyer B said — 

The negatives are many: sexual harassment, discrimination, unfair work practices, lower wages. It’s 
very hard to negotiate the same money as men. There is bullying behaviour. … A lot of discrimination 
is settled confidentially … they generally pay the woman off.” 

The report continues — 
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This was reinforced by E. She saw a lack of “worklife balance coupled with barriers which are largely 
gender-based and almost insurmountable. The lack of worklife balance is not limited to women but the 
men get promoted and the women don’t, … [at least not] to partnership level.” 

It continues — 

I, a junior lawyer, commented that “men in the law can be sexist towards you, can treat you more like a 
child than a colleague”. 

Finally — 

K felt that it was easy for women to “get sidelined” early in their careers. “I noticed that lawyers of my 
vintage who are male, who are big and who have nice assertive loud voices get advantages. … Getting 
ahead is a combination of luck and being male.” 

I am referring specifically there, and obviously the report is, to the legal profession. However, I suggest to 
honourable members that those kinds of observations could be made by women throughout the professions and 
that they are repeated in different terms and in different language by women in a number of different workplaces 
all around this state and indeed all around this country. 

Hon Alanna Clohesy finished her initial remarks on this motion by asking: who benefits from the gender pay 
gap? She pointed out and argued very convincingly that nobody benefits. Women do not benefit, men do not 
benefit, the economy does not benefit and the community does not benefit. I think we can go further than that by 
taking an extra very small step. There is an assumption that if we apply policies with the objective of achieving 
greater equality, we help people at the bottom, but the truth is that the vast majority of our community is harmed 
by greater inequality. There is a whole body of work now that has been summarised in a brilliant book, which I 
recommend to anybody who is interested, called The Spirit Level: Why Equality is Better for Everyone by 
Wilkinson and Pickett, published in 2009. They say that the benefits of greater equality are widely spread and 
the truth is that the vast majority of the population is harmed by greater inequality. 

It is about time that we looked at this issue head-on. The tactics outlined in the motion moved by 
Hon Alanna Clohesy are the perfect way to proceed, and that is why I am supporting the motion. 

HON AMBER-JADE SANDERSON (East Metropolitan) [3.27 pm]: I rise to support the motion moved by 
my colleague Hon Alanna Clohesy that the Legislative Council notes that Western Australia continues to have 
the widest gender pay gap in Australia and calls on the government to conduct an inquiry. The reason I think that 
an inquiry is important is that when we have a continuing and indeed growing problem, we need to continue to 
inquire into ways to solve that problem. An inquiry in WA, which has a unique set of circumstances, would be 
incredibly useful to governments of all persuasions to develop longer term strategies for the next couple of years 
and further into the future on how we address this essentially growing inequality. 

Members opposite have spectacularly failed to demonstrate that they understand the issues about gender pay 
equity. There are two separate issues. There is the issue of people being paid equally for the work they do; and 
there is the issue of work value, which is the value of work in feminised industries versus the value of work in 
non-feminised industries. It is actually quite simple. 

Hon Michael Mischin: That’s not the way that Hon Alanna Clohesy talked. 

Hon AMBER-JADE SANDERSON: I am speaking now. The Attorney General has had plenty of opportunity 
to do so. 

There is no greater economic value than to have women participate in the workforce. It has been demonstrated 
by a number of studies internationally that a country can significantly improve its gross domestic product if it 
improves female participation in the workforce. However, I do want to address some of the comments that have 
been made in this debate, particularly by members opposite. I want to address in particular some of the 
comments made by Hon Liz Behjat, who I note is away from the chamber on urgent parliamentary business. In 
this place on 7 May 2014 she said — 

This might be a bit controversial but I want to say: women, we are our own worst enemies, quite 
frankly! We need to be addressing the issues that face women in the workforce and the way that we do 
not look after ourselves and negotiate better outcomes for ourselves. 

I challenge the member to visit an aged-care facility and talk to a woman who has worked in that facility for 10 
years and is still earning $18.81 per hour and tell her that she is her own worst enemy and that she needs to 
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negotiate a better outcome for herself. Frankly, in those industries, those women have very little power—the 
power is with the employer. It is completely unfair to say that women in low-paid industries are simply not 
negotiating a better outcome for themselves when they are clearly trying to and the power is weighted with the 
employer. Later, I will touch on the childcare industry, where women negotiated a better outcome for themselves 
and the federal government tried to bully them into not taking it. The fact is that an aged-care worker, who works 
in a predominantly female industry, earns around $18.81 per hour, which is the award rate for a certificate III 
worker. Similarly, in child care the certificate III rate is $18.88 per hour. If we compare like for like, a feminised 
industry versus a non-feminised industry, the pay rate for a metal trades certificate III worker—the same level of 
qualification—is around $24 per hour. That is a huge difference. That is a work value issue. I do not know how 
to put it more clearly than that. A woman with the same level of qualification gets $18 per hour and a man gets 
$24 per hour. That is a pay gap. It exists. This is about addressing the value of that work. In her speech Hon Liz 
Behjat also said — 

In my working life I have never suffered from pay inequality doing the work that men do, and … I have 
also been able to move in and out of the workforce … We do the things that people do, and negotiate 
between ourselves and with our employers on the things that need to be done.  

I share the honourable member’s experience: I, too, have not experienced significant pay inequity in an industry 
in which I have worked. I, too, have been able to come in and out of the workforce after having a child, have 
faced the various challenges that come with that, and have still proceeded within that organisation, but just 
because I have had that experience does not mean that I assume it is easy for everyone, or that everyone has the 
ability or the opportunity to negotiate with their employer appropriate return-to-work options and their pay rate. 
It is completely unfair to say that all women who are struggling to negotiate those outcomes just need to do it 
better, because, frankly, the game is rigged. I challenge Hon Liz Behjat to talk to some of these women and get 
firsthand experience of what it is like to work in one of those industries and negotiate with the boss.  

Despite everyone agreeing that female participation in the workforce is economically beneficial, Western 
Australia still suffers from the disgraceful position of having the biggest gender pay gap. The gap is about 
17.5 per cent nationally and we are on 24 per cent now, which is very high. I acknowledge that this figure has 
dropped slightly from the high of around 26 to 27 per cent in November, but I put to this government that that is 
with no thanks to any policies it has put in place; it probably can be attributed more to the work done by the 
federal government and the decision handed down in the social and community services equal pay case a couple 
of years ago that finally recognised the work that women do in the community sector. Money gained through that 
case trickled through to the workers’ pockets, demonstrating that their pay was actually lifting. I put it to the 
government that that is why the gender pay gap is slightly less now than it was last year, and not because of 
anything that this government has done.  

One thing that is certainly not assisting the gender pay gap is this government’s policy of privatising services, 
particularly support services in hospitals and the disability sector. I will use the disability sector as an example. 
The majority of the workforce in this sector is made up of female disability care workers. Basically, the 
government privatises out services to non-government organisations without providing, necessarily, the extra 
money to provide government-level wages in those NGOs. In the budget a few years ago, the government 
provided $600 million for NGOs, part of which was to address some of those pay issues in the predominantly 
female workforce, but it was not tied to any wage outcome so we still have a range of NGOs that have not 
improved their pay or conditions and have a predominantly female workforce. That is the government’s fault, 
and it will continue to exacerbate the pay gap. One major reason for the difference in the pay gap between the 
private and public sectors is that the government is not leading by example. The main method of setting pay in 
the private sector is by individual agreement, and the main method of setting it in the public sector is by 
collective agreement. Nearly 90 per cent of the public sector is covered by collective agreements. Collective 
agreements, whether in the public or the private sector, are another way of addressing the gender pay gap. The 
organisations that receive government funding could be mandated to engage in wage outcomes and collective 
agreements, and not necessarily union agreements if the government objects to them.  

I acknowledge and congratulate the government for its focus on economic independence for women, which is 
incredibly important. It is incredibly important for a woman supporting a dependant to have the confidence and 
ability to do what she needs to do to look after herself and her children and not be trapped in an unhappy or 
abusive situation because she cannot afford to leave, or that all she can do is leave with the clothes on her back. 
Economic independence for women is absolutely central to supporting women and pay equity, and I 
acknowledge and congratulate the government for focusing on that. I am not sure what measures have been 
taken but I am interested to hear what they are, and that is a genuine point.  

The board-ready initiative was a nice initiative but it failed on a couple of accounts. I could see no targets 
associated with it. Quite frankly, I would have introduced quotas, but we know the objections that members on 
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the other side have to quotas. The problem is not that women are not board ready; the problem is that the boards 
are not ready for women. Women out there are skilled and ready, but the problem is that they are not being 
selected, not that they are not ready. In many ways, that goes to some of the cultural issues that Hon Sue Ellery 
pointed out as well, one of which is that there will always be a man stepping in front of a woman saying that he 
can do the job, while a woman has to think of myriad other things that she has going on in her life.  

I will give two examples of how a government can generally make a difference in feminised industries. The first 
is the federal aged-care compact, which put $1.2 million towards wages in aged care and would have made a 
substantive difference to the lives of low-paid women across the country, but was dismantled by the Abbott 
government. The second is childcare funding to improve the wages of childcare workers, which lag woefully 
behind their male counterparts in other industries. Unfortunately, it was too late for the government to rescind 
that money and, instead, we saw Assistant Minister Sussan Ley attempt to bully childcare workers into not 
taking the money. They deserved that money. It is well-deserved money and they stood up and took the 
money—good for them! In terms of addressing pay equity, these moves by the federal government are 
retrograde, and I certainly do not see this state government or any member opposite who feels passionately about 
the issue of pay equality standing up to the federal government. Many people are uncomfortable with legislating 
for quotas in the private sector and on boards. They believe that business should self-correct and that the market 
will deal with it. The market has spoken on this issue and inequality is growing. It is time for governments to act 
on this and legislate and incentivise for change in the private and public sectors.  

The government can act to do that in a number of ways. The government contracts out and privatises; it can tie 
contracts to wage outcomes to ensure contracted staff receive public sector wages. In that way, those workers 
who currently work as cleaners at Royal Perth Hospital—who are mostly women—and who end up having to go 
to Serco will not be earning $3 less an hour. The government could do the same in the disability services sector 
so that those workers who will be sent to work for non-government organisations will not be earning less. If the 
government does the right thing, it will write into its contracts with the NGOs that they must provide minimum 
wages and conditions, so that they cannot skim off the top and profit from paying lower wages to those 
employees. The government could properly fund the pay equity unit of the Department of Commerce and 
commit to the future of the Equal Opportunity Commission and the Equal Opportunity Commissioner and make 
sure that that office and role are central to maintaining equal wages. The government could require companies to 
implement targets, undertake structured pay audits and make reports publicly available every year.  

What has the government done this year to address gender inequality? Firstly, let us go through the books—the 
payroll—and see how many men and women are in each position. The ANZ is a large corporate entity that has 
done that. If other organisations are not going to do the same, they need a little nudge from the government. The 
government can implement the recommendations of the Council of Australian Governments Reform Council that 
reported on gender equity last year, including annual national reporting of gender outcomes.  

We need to continue to inquire into ways we can do this. I support the motion moved by Hon Alanna Clohesy. 
We need to implement some of the good recommendations that have come from various groups. Annual national 
and state-based reporting will continue to highlight what is basic discrimination, which should be considered an 
outrage, frankly.  

HON ALANNA CLOHESY (East Metropolitan) [3.42 pm] — in reply: This has been a very interesting, 
detailed and wide-ranging debate on the part of members on this side of the house. I welcome the debate, 
although I have to say that I was a little disappointed that we heard from only two speakers on the other side of 
the house, and no-one from the National Party. I welcomed the contribution from the Greens (WA).  

This is a significant issue in the world of work and for women, and one that the government should be 
addressing. The gender pay gap has hovered around 25 per cent since 2008 and is a significant issue that should 
require some form of investigation. In and of itself that is a significant reason for the need for an inquiry.  

The Minister for Commerce referred to the inquiry into the gender pay gap in Western Australia in 1988 and also 
another inquiry on this that was conducted in 2004 and said we did not require any further inquiries or reviews. 
He also pointed to the 2009 federal inquiry into pay equity but, as I pointed out in my contribution last week, that 
certainly did not draw any conclusions or look at any details about the greater gender pay gap in Western 
Australia compared with the national experience. Western Australia has the widest gender pay gap compared 
with any other state in Australia. Although the 2009 report was valuable in identifying a wide range of causes for 
the gender pay gap, it certainly did not look at why Western Australia had such a persistent and wide gender pay 
gap; it did provide some indicators as to why that might be the case, but not specifically why Western Australia 
has the widest gender pay gap. That is also a reason for an inquiry into WA’s gender pay gap. The 2009 inquiry 
provided a wide range of evidence that an inquiry in Western Australia could also invite evidence from like 
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professional bodies and from organisations that represent workers and women to look specifically at the reasons 
for the wide gender pay gap in Western Australia, as that review certainly did.  

A range of submissions were made to that national review from the likes of the Law Council of Australia 
through to various unions and women’s organisations. That suggests that a number of organisations would be 
interested in providing evidence to a review specifically on why Western Australia has the widest and most 
persistent gender pay gap across Australia. As I said, the minister suggested that because of those three reviews 
there was not a need for another review. But I do not think that the minister addressed in any clear way why 
there was not a need for a review, simply because the government was addressing the issue at some level. The 
government is not addressing the issue in any consistent or systemic way. As I pointed out last week, the 
government has cut the budget to the pay equity unit of the Department of Commerce. Although the minister 
read out a list of very worthy projects that the pay equity unit is undertaking, he omitted to say that that unit 
operates on 0.84 of a full-time equivalent employee and therefore that 0.84 of a full-time employee is one very 
busy person.  

Hon Sue Ellery: I suspect it is two busy people.  

Hon ALANNA CLOHESY: It may even be two people operating at the equivalent of 0.84 of an FTE position. 
Either way, a lot of work has been generated from that unit, but it is limited in its capacity to work across the 
systemic issues to identify in detail the real causes of the persistent gender pay gap in Western Australia. The 
minister suggested that one of the reasons there may be differences in women’s and men’s earnings is that 
women do not enter the mining industry at the same rate that men do. There is a problem with that argument, 
which is a consistent argument that is put up to deny the gender pay gap in Australia, much less in Western 
Australia. I pointed out in my contribution last week that the mining industry represents approximately five to 
seven per cent of the labour market in Western Australia, so that does not explain the pay differences in the rest 
of the labour market.  

I also point out that other researchers have identified that even within the mining industry there is a significant 
gender pay gap. A report released through Edith Cowan University entitled “Attitudes to Gender Pay Equity in 
Smaller Firms: A study of firms predominantly based in Western Australia” states — 

In a state like Western Australia female graduates working in the mining industry start out earning 8% 
less than male graduates and this accelerates over time with a gender wage gap of 33% for senior 
managers in the mining industry … Overtime these wage differences contribute to differences in 
superannuation savings and women are two and a half more likely to live in poverty in their retirement 
than men … 

Even if we consider the mining industry, women who enter the mining industry are less likely to receive the 
same level of wages as men. Maybe that is one of the main reasons for the gender pay gap in and of itself.  

I would like to acknowledge the contribution of Hon Amber-Jade Sanderson, who identified some significant 
factors in the industrial relations system that contribute to a gender pay gap. The contributions of Hon Sally 
Talbot, Hon Samantha Rowe and Hon Sue Ellery pointed to significant factors contributing to the gender wage 
gap.  

It is simply wrong to deny that there is a gender wage gap in Western Australia. It is also wrong to deny that 
Western Australia has not had a persistent gender wage gap over time greater than any other state in Australia, 
and, indeed, it is very wrong to not do anything about it. We need an inquiry to look at the specific reasons for 
the gender pay gap in Western Australia and to develop some strategies to deal with the matter. 

Division 

Question put and a division taken with the following result — 
Ayes (11) 

Hon Robin Chapple Hon Kate Doust Hon Lynn MacLaren Hon Darren West 
Hon Alanna Clohesy Hon Sue Ellery Hon Ljiljanna Ravlich Hon Amber-Jade Sanderson (Teller) 
Hon Stephen Dawson Hon Adele Farina Hon Sally Talbot  
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Noes (20) 

Hon Martin Aldridge Hon Jim Chown Hon Nigel Hallett Hon Robyn McSweeney 
Hon Ken Baston Hon Peter Collier Hon Col Holt Hon Michael Mischin 
Hon Liz Behjat Hon Donna Faragher Hon Peter Katsambanis Hon Helen Morton 
Hon Jacqui Boydell Hon Nick Goiran Hon Mark Lewis Hon Simon O’Brien 
Hon Paul Brown Hon Dave Grills Hon Rick Mazza Hon Phil Edman (Teller) 

            
Pairs 

 Hon Ken Travers Hon Alyssa Hayden 
 Hon Samantha Rowe Hon Brian Ellis 
 

Question thus negatived. 

The DEPUTY PRESIDENT: Before moving on, I would like to draw members’ attention to standing 
order 59(1), which states — 

A Member must identify any document quoted from by the Member in debate, including an uncorrected 
version of Hansard.  

I read that to mean that if a member is quoting from notes that they have prepared but included in those notes is a 
quote from a document, that document needs to be identified. I bring that to members’ attention so that if a 
member is ever quoting from a research paper or document, that document needs to be identified.  
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