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GENDER PAY GAP 

Motion 

Resumed from 9 April 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. 

HON ALANNA CLOHESY (East Metropolitan) [2.04 pm]: It has been about a month since I have had an 
opportunity to speak on this motion so I will recap what I said previously. I started by providing a definition of 
“equal pay” and talked about how this definition is the most widely accepted definition when talking broadly 
about the concept of equal pay and pay equity. It is the definition that is most often used by the Organisation for 
Economic Cooperation and Development, by government departments and particularly by the Workplace Gender 
Equality Agency. That definition, which I will consider an operational definition, is — 

The gender pay gap is the difference between women’s and men’s average weekly full-time equivalent 
earnings … 

That is the operational or working definition that I am using as a basis for this motion. The pay difference is 
expressed as a percentage of men’s earnings; so a certain per cent of men’s earnings is the gender pay gap. The 
definition compares the average difference between how much men earn and how much women earn and is 
usually taken from the Australian average weekly earnings. In November 2013, the national gender pay gap was 
17.1 per cent. What that means is the average weekly ordinary time earnings of women working full-time was 
$1 270.30 a week and the average ordinary time earnings of men was $1 532.80 a week. As at November 2013, 
on average and nationally, women earned $262.50 a week less than men. In November 2013, the gender pay gap 
in Western Australia was 24 per cent. 

As I mentioned last time, discussions of pay equity and the definitions of pay equity centre on what is being 
examined and why. The straightforward definition that I am using about average, ordinary, weekly earnings does 
not take into account payments such as penalty rates, overtime, incentive bonuses, over-award bonuses and other 
add-ons because we are looking at average weekly earnings. If those other rates and bonuses were taken into 
account, the gender pay gap would be significantly greater than the one I am working with today. 

Within that context, the House of Representatives inquiry into pay equity about five years ago—a significant 
national inquiry into pay equity—looked at the range of definitions of pay equity and identified five different 
facets to the concept of pay equity. What we look at and measure depends on what we are looking to find. That 
inquiry found that in general there is a policy discussion around employment equity, which usually relates to 
equal access to jobs for both men and women. The inquiry also identified a concept called internal equity, which 
relates to when a woman is being paid the same as a man for doing the same job. 

The facets I want to focus on are horizontal pay equity, which is the value put on occupations in which women 
dominate and in which men dominate, and vertical pay equity. The “Making it Fair” report states — 

• Vertical pay equity relates to ‘the idea that women are not going to stay in the workforce or are 
going to be unreliable — 

Or considered unreliable — 

because of their second, unpaid, job at home’. 

Examples of that include women not being promoted as frequently as men, or women not having the same access 
to jobs as men, because of their traditional caring roles. Clearly, the two facets of pay equity I am looking at are 
horizontal equity and vertical equity. 

I also looked at the gender pay gap in Western Australia by industry and identified that when we look at specific 
industries, particularly those in which women predominate, we notice some significant gaps. The Western 
Australian public sector had a gender pay gap of 16.9 per cent in June 2013; that is taken from the Department of 
Commerce document, “The gender pay gap in the WA Public Sector”. That means that, on average, in the 
Western Australian public sector, women earn 83.1c for every dollar earned by men. We would have imagined 
that there would be more pay equity in the public sector than in any other industry, but that certainly is not case. 
For me, it highlights one of the major concerns that I talked about during the debate on the Workforce Reform 
Bill 2013; namely, the capacity to negotiate wages and other conditions. 
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That inequity in the WA public sector is compounded when we look at the type of contract that a person might 
be engaged under in the WA public sector. I will just refer back to the document. The gender pay gap for WA 
public sector employees is greater if a person is employed on a fixed-term contract, and that gap is increasing 
over time. In 2009, if a person was employed on a fixed-term full-time contract, the gender pay gap was 
20.4 per cent. Over time, that has increased. In 2013, the gender pay gap for fixed-term full-time employees was 
22.4 per cent in the WA public sector. If we compare that to employees on permanent full-time contracts, in 
2013 the gender pay gap was just 10.2 per cent. I do not mean “just” 10.2 per cent, because that is significant 
enough, but compared to a fixed full-time contract, that is another 12.2 per cent increase. If a person is on a 
contract, he or she is earning less and their job is less secure. 

When we look at fixed-term part-time contracts in the WA public sector, the gender pay gap in 2009 was at 
19.4 per cent. In 2013, the gender pay gap for that group of employees  was 25.1 per cent. Again, not only is the 
gender pay gap increasing over time in Western Australia, it is increasing for those who do not have long-term 
job security. It is compounded further when we look at age in the WA public sector. The gender pay gap for 
employees over 50 is currently at 20.3 per cent; so women over 50 are earning 20.3 per cent less than men in the 
WA public sector. We know that is compounded because we also know that the retirement income of women is a 
lot lower than the retirement income of men. That is just the WA public sector. That, of itself, I would suggest, is 
a very good argument for an inquiry by the WA government into pay equity. The Western Australian gender pay 
gap figure alone is stark enough. 

But if we look at other industries, one of the issues around horizontal gender pay equity is that women who are 
concentrated in industries considered traditional women’s industries are paid significantly less. For example, in 
the health care and social assistance industries, the gender pay gap in November 2012 was 29.6 per cent. That 
increased to 31.7 per cent by November 2013. Those figures come from the Workplace Gender Equality Agency, 
from a document called “Gender pay gap statistics”, released in March 2014. This is also the case in other 
industries traditionally dominated by women. For example, in the finance industry sector, where we see a strong 
cohort of women in service-orientated or front-line services, the gender pay gap as of November 2013 was 
31.9 per cent. It is significantly higher than the national gender pay gap of 17.1 per cent just for those two 
industries in which women predominate. 

I just want to come back to the women in the community sector for a minute. We know that these issues have 
been of concern to women, policymakers, trade unions, workers and members of trade unions over a number of 
years and that is why, in particular, the Australian Services Union argued before the Fair Work Commission a 
number of years ago—three years ago, I think—that the community sector is often considered as unskilled, and 
that the pay rates for caring work, which is usually performed by women, reflected those traditional attitudes 
towards women’s roles. It argued that those traditional attitudes towards women’s roles led to work being 
undervalued, and therefore represented the significant pay gap I highlighted. We know that the Full Bench of the 
Fair Work Commission accepted those arguments in its judgement on community sector employees—those 
employed under the Social and Community Services Award—which saw a ruling for the first time in recognition 
that the social and community services sector was a female-dominated industry, and as such, women were paid 
far less than what their skills suggested they should be paid. That was a historic pay equity ruling by the Fair 
Work Commission, which handed on pay increases of between 23 per cent and 45 per cent to workers in that 
sector. As we know, the federal Labor government actually made a significant commitment to funding agencies 
in that sector to allow those pay increases to flow on. We also know that that is now under threat given that the 
Abbott government’s commitment to allowing those pay increases to flow on to that sector is floundering. Of 
course, also of concern is the Abbott government’s threat to cut the minimum wage, but that is just further 
evidence of the reasons we need to consider gender pay equity in Western Australia, given the large community 
services sector in this state. 

I now turn to look at why there is a gender pay gap. As I said, it depends on what we might consider to be the 
reasons for why there is a gender pay gap. I have talked about one of those key reasons; that is, work undertaken 
by predominantly women has traditionally been undervalued, particularly, for example, in the community 
services or care sectors. The pay equity inquiry that I mentioned that the Standing Committee on Employment 
and Workplace Relations undertook about four years ago listed a number of factors around why the gender pay 
gap exists. It did not actually specifically look at any detail about why there is such a large difference in Western 
Australia in the gender pay gap, although it did receive submissions from organisations and institutions that 
alluded to reasons why there is such a large gender pay gap, and I will come back to that a little later. But in 
general, the pay equity inquiry found a number of reasons for the gender pay gap. Some of those are the social 
expectations and gendered assumptions about the role of women as workers that I have already talked about, 
particularly in the community services sector. But there are also the gendered assumptions about the role of 
women as carers; that is, women will continue to take the traditional role of caring for family and are therefore 
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not interested and do not want to enter the workforce and/or work at a rate of pay that has been traditionally held 
by men. 

The inquiry also found that the disproportionate participation of women in part-time and casual work contributed 
to the gender pay gap, and that more women participated in casual and part-time work particularly because they 
continue to carry out predominantly caring roles in the home and because there are fewer opportunities available 
for women in full-time work. We know that situation has been changing over the past five years—the number of 
women in Australia participating in full-time work has increased—but, as at March, we are also seeing a slight 
decrease in the number of women participating full time in the workforce.  

The federal pay equity inquiry also found that women’s skills and status tended to be invisible, which led to an 
undervaluing of women’s work and, therefore, a lower rate of pay and also a lack of recognition of the skills of 
women as being of value to the labour market. The pay equity inquiry also found that women experience an 
element of discrimination and sexual harassment in the workforce which is disproportionate to that experienced 
by men and which leads them to not seek higher paid employment, to be more likely to leave employment or to 
not enter full-time employment.  

The federal pay equity inquiry also found that another factor affecting the gender pay gap in Australia is that 
women tend to be concentrated in areas of employment in which there are awards or in award-based employment 
where there are fewer opportunities for collective bargaining. That means that the capacity to bargain for higher 
wages in small workplaces with lower union membership means that women do not receive the same, similar or 
equal remuneration as do men in those environments.  

The federal pay equity inquiry also found that women often have higher job satisfaction compared with men at 
work. That means that women are less likely to seek a wage increase because they are in jobs in which they are 
more satisfied. The other side of that, of course, is that women are less likely to seek a pay increase in their own 
right because they perceive a threat to their employment if they ask for more money.  

The federal pay equity inquiry also found, as I mentioned before, that women predominantly work in service 
industries, which tend to be lower paid and have fewer conditions, and the capacity to earn a higher rate of pay in 
product-related markets and jobs was greater compared with the service industry but that the people working in 
those product-related markets are often predominately male.  

The “Making it Fair: Pay equity and associated issues related to increasing female participation in the 
workforce” report contains a number of other suggestions for why the gender pay gap exists. As I mentioned, it 
does not focus particularly on why there is such a difference in Western Australia compared nationally or even 
compared with other states. Why is the Western Australian gender pay gap so disproportionate to the rest of the 
country? Why is WA’s gender pay gap, currently at 24 per cent, higher than the gap in the rest of the country, 
which is 17 per cent? The Western Australian government suggests that the Western Australian gender pay gap 
has been consistently higher over a number of years and recognises that there is no definitive or single answer to 
the question of what is it about Western Australia that makes it so different and makes the gender pay gap so 
much greater than the gap in the rest of the country. A document from the Department of Commerce entitled 
“Key Facts about pay equity” states — 

What is known is that it is not solely due to the resources boom in this state as the mining sector 
employs less than 5 per cent of the total WA workforce and tends to replicate the average gender pay 
gap. 

We know not only have we had a mining boom but also women have disproportionately not benefitted from the 
mining boom because those employed in the mining sector only represent around five per cent of the total 
Western Australian workforce. We also know that the mining industry is, of course, traditionally dominated by 
men—so more men in the economy, earning more money—but it is not only that fact, because, as I said, it only 
represents five per cent of the Western Australian workforce. Is it then because more women than men are 
working part time? As I said before, the definition that I have been using is of course based on full-time 
earnings, so it is not only part-time work—in fact, part-time work is not a part of that picture of the figure we 
have been given. We need to come back to women’s participation in the workforce. In fact, the Western 
Australian Chamber of Commerce and Industry has attributed some of the pay equity disparity to the increased 
female participation in the workforce over the past two decades; so, more women have been entering the 
workforce but at greater part-time numbers than full-time numbers and that means the gender pay gap continues 
to increase. The Chamber of Commerce and Industry also points out in its submission to the federal pay equity 
inquiry that 88 per cent of women in the workforce in Western Australia are employed in service-oriented 
industries, which, of course, have lower pay rates than the resources, manufacturing and construction industries.  
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There are a couple of reasons why Western Australia is different, but, as the Department of Commerce points 
out, there is no definitive answer because the work has not actually been done. The last time an inquiry was done 
into the persistent gender pay gap in Western Australia was in 2004 and it was undertaken by Dr Joan Eveline 
and Dr Trish Todd. That report, entitled “Report on the Review of the Gender Pay Gap in Western Australia”, 
was the first time that the gender pay gap had been looked at in a holistic way in Western Australia. That report 
was released 10 years ago and the reasons there have been very few opportunities for those recommendations to 
be implemented have been given. What is happening now is this government is not paying any attention to pay 
equity and, in fact, it is reducing its commitment to pay equity, particularly in the public sector.  

Hon Michael Mischin: How do you draw that conclusion?  

Hon ALANNA CLOHESY: I draw that conclusion because on 26 September last year in the Standing 
Committee on Estimates and Financial Operations I asked a question about the level of commitment the 
government has given to staffing numbers in the pay equity unit in the Department of Commerce and about the 
number of full-time equivalent staff in the pay equity unit over the past two years. This is the answer I 
received — 

(a) The budgeted funding level for 2012/13 — 

For the pay equity unit — 

was $104,073.  

(b) The budget for 2013/14 is set at $92,733 — 

A year later the amount budgeted decreased to $92 733. The FTE number budgeted for in 2012–13 was 1.4 and 
in 2013–14 it was 0.84. To me, that suggests that the level of commitment is decreasing.  

Hon Michael Mischin: Maybe it means we do not need that many full-time equivalents.  

Hon ALANNA CLOHESY: I look forward to hearing that the government is increasing its commitment to 
dealing with this pay equity crisis in which the national gender pay gap is at 17.1 per cent and the Western 
Australian gender pay gap is at 24 per cent. This has persisted over time.  

Of course, a lot of benefits would flow from implementing pay equity measures and my wish is for the 
government to find out through an inquiry what those benefits would be. However, as we can see, as the gender 
pay gap in Western Australia is so large, it costs the Western Australian economy millions of dollars each year 
and it denies women full economic participation and independence. Reducing the gender pay gap would result in 
economic benefits to not only individual women and their families, but also the economy.  

The National Centre for Social and Economic Modelling estimated in 2010 that the national gender pay gap, 
which is hovering at around 17 per cent, costs the Australian economy nearly $93 billion a year in productivity. 
The Australian Council of Trade Unions has also identified that the cost to the economy is lost productivity, 
because fewer women are entering the workforce because they are not earning equal pay. The ACTU points 
out — 

Treasury officials estimate that a 2.5% increase in labour participation rates — 

More women entering the workforce — 

would produce an additional 9% increase in economic output. 

A number of national bodies refer to the economic benefits of addressing pay equity. A pay equity inquiry in 
Western Australia could identify those benefits for Western Australia. Inquiries in other states and 
internationally have identified significant benefits to employers as a result of addressing pay equity. Some of 
those findings include greater labour force productivity and attracting, retaining and motivating employees. 
Addressing pay equity would result in a range of benefits for business. There is a range of literature on 
international success, particularly in Scandinavian countries where pay equity has been addressed. We can see 
that alleviating the gender pay gap in Western Australia will allow significant economic growth for Western 
Australia and increased productivity at a time when it is most needed. Development of a strategy would add to 
that in particular.  

So I am left with the questions: Who benefits from women earning significantly lower pay than men? Who 
benefits from women not participating in the workforce at greater rates? Who benefits from the largest gender 
pay gap in Australia? It is certainly not women. It is not certainly not men. It is certainly not their families. It is 
not the communities to which they would contribute. It is not business and it is certainly not government. I do 
not understand why we are letting gender pay inequities exist and continue to grow. There are some significant 
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reasons for why we need an inquiry into pay equity in Western Australia with some strategies to deal with that 
now and into the future.  

HON SAMANTHA ROWE (East Metropolitan) [2.38 pm]: I am very pleased to stand in support of 
Hon Alanna Clohesy’s motion. I thank the member for bringing this motion to the house. It is hard to believe 
that in 2014 we stand here with this significant gender pay gap and play the blame game. Frankly, it should not 
exist, so we need to look at ways to reduce it and reduce it quickly. As representatives of the Western Australian 
Parliament, we have an obligation to develop policies that address some of those issues and some of the factors 
that cause the gender pay gap. There are a lot of myths, we might say, about why the gender pay gap exists, and 
we need to look at those in a sensible manner and not overly simplify them, because it is a very complex issue.  

It is pretty obvious that in 20 years there has been no significant improvement in the gap between pay for women 
and men. An online ABC News article from 3 September 2013 refers to a study done by the Workplace Gender 
Equality Agency, and it states — 

The gap between what men and women are paid is widening, according to the latest workplace 
survey figures. 
... 

Dr Carla Harris from the WGEA said the gap is now larger than it was 20 years ago and has been 
increasing. 

One would think it is about time we act. Enough is enough and we need to act.  

Hon Michael Mischin: What did she say was the cause of that?  

Hon SAMANTHA ROWE: I will go through that because it is all part of my speech. Hopefully, the minister 
will take some notes and get up and give his opinion on why there is a gender pay gap in Australia and Western 
Australia. According to Dr Carla Harris — 

At the moment, the average full time wage for a woman is about 82 cents for every dollar earned by a 
man in a fulltime job. 

The agency calculated it takes 64 extra days of work for the average woman to equal what a man earns 
in a year. 

Over 12 months, the difference works out to be nearly $14,000, and over a working career, unions 
estimate it at $1 million.  

It is a lot of money. That is a huge difference. Anne Summers describes it as the million-dollar penalty for being 
a woman in Australia. Clearly, there is a problem with the gender pay gap and it needs to be addressed. We are 
in the position to do things to change this situation. The pay gap in WA is significantly greater than it is in the 
rest of the country. I think it is about 10 per cent higher than the national gender pay gap. Of course, there are a 
number of reasons that the difference is significantly higher in WA and I would like to go through some of them. 

The mining and resources sector plays a role in the gender pay gap here in WA. We cannot ignore that the 
impact of the resources sector is a major factor for the gender pay gap. It was revealed in The Sydney Morning 
Herald last year that WA men are now the highest paid workers in the nation, averaging $1 936 for a full-time 
week. In 2003 they were below the national male average, but since then the average WA male wage has soared 
89 per cent. That is attributed primarily to the resources boom. The article also went on to point out that the 
growing gap between male and female earnings was driven by fast wage growth in certain male-dominated 
industries, and clearly mining and resources is one of them, and construction, transport and utilities are other 
industries that compound this pay gap. One of the arguments that people put forward about why there is a 
significant pay gap in WA related to the mining and resources sector is that it is harder for women to get into that 
industry. I suppose there is an element of truth to that. The mining industry is probably one of the most sex-
segregated industries in Australia, and so that makes it difficult for women to enter it. A report was done by 
Women in Mining in 2009 entitled “Gender pay equity and associated issues for women in mining — Survey 
Report”. Women in Mining came up with a whole lot of reasons it believed women were not going to mining 
and resources as a first preference for work and why it is a male-dominated industry. Some of the issues raised 
that it felt were impacting upon women was a tendency for some male managers to promote people who were 
more like them—that is, males—and that females were subjected to overt sexual harassment and sexist verbal 
putdowns in the workplace. Some males resented the idea of reporting to a female manager. There is a 
prevalence of a drinking culture in this industry sector that was having an adverse impact on women and their 
networking opportunities, and females were feeling isolated in the workplace because obviously there were far 
fewer of them in those remote areas. 
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Hon Michael Mischin: Maybe they just don’t want to do that particular job at all. 

Hon SAMANTHA ROWE: Maybe Hon Michael Mischin knows more than the Women in Mining review. 

Hon Michael Mischin interjected. 

Hon SAMANTHA ROWE: Maybe Hon Michael Mischin can wait and give his contribution once I have 
finished. We would all be really rapt to hear what he has to say about the gender pay gap in WA. We just cannot 
wait to hear what he has to say; but, until that happens, I will keep going. 

Hon Michael Mischin: The sooner you sit down, the sooner you’ll hear it. 

Hon SAMANTHA ROWE: I have not finished, so buckle up. 

Another issue raised in the review was that there was an apparent blokey culture in mining and resources. 

Hon Sally Talbot: Unlike in Parliament! 

Hon SAMANTHA ROWE: Unlike in Parliament! 

Several members interjected. 

Hon Michael Mischin: Is there a gender pay gap in Parliament? 

Several members interjected. 

Hon SAMANTHA ROWE: What is being argued—that there is not a gender pay gap? There is a gender pay 
gap; that is the fact. 

Several members interjected. 

The PRESIDENT: Order, members! One at a time. 

Hon Peter Collier: Does Hon Helen Morton get paid more than me or less than me? 

Several members interjected. 

The PRESIDENT: Order! I am sure Hansard got one or two of those interjections, but it is impossible for them 
to do justice to whatever your feelings are unless you are on your feet making your speech according to the 
standing orders. Hon Samantha Rowe has that privilege at the moment because she stood up to get the call. 

Hon Peter Collier: And I am enjoying it! 

Hon SAMANTHA ROWE: I am glad Hon Peter Collier is enjoying it! 

We are not talking about equal pay here in Parliament; I am not interested in what all the ministers are getting or 
whether they are all getting the same pay. I am talking about the gender pay gap in Australia and the gender pay 
gap here in WA. It cannot be argued that there is not a gender pay gap. 

Hon Michael Mischin interjected. 

Hon SAMANTHA ROWE: I just cannot wait to hear the minister’s contribution once I have finished mine. 

Hon Michael Mischin interjected. 

Hon SAMANTHA ROWE: Luckily for Hon Michael Mischin I have not finished yet; there is still more. 

One of the other factors that could contribute to the gender pay gap, not just in WA but across Australia, is 
graduate wages. This is not unique to WA; this is across Australia. Research conducted in 2012 by the 
Workplace Gender Equality Agency demonstrated that the average pay gap between male and female university 
graduates was approximately $5 000 per annum, which was up from $2 000 in the previous year. It is almost as 
though female graduates get a lower return for their degrees compared to their male counterparts. 

Hon Michael Mischin: It depends on the degree, doesn’t it? 

Hon SAMANTHA ROWE: Yes, that would have something to do with it, but this report undertaken in 2012 by 
the Workplace Gender Equality Agency compared like with like. This will have an impact down the track. If 
when starting out university graduate positions are not even on an equal playing field, clearly that will have an 
impact as we develop further on through our careers. The chair of the Council of Small Business of Australia, 
Amanda Lynch, also suggested that this was a result of the difficulty that was sometimes experienced by female 
graduates trying to get a job, especially in male-dominated industries where females are more likely to take a 
salary that was offered to them first up without going into negotiations that perhaps their male counterparts 
would. In the article that appeared on ABC online news entitled “Pay gap between men and women wider now 
than 20 years ago”, Ms Lynch said the following — 
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“It’s very interesting because when you actually talk to employers, they often don’t see it as a problem,” 
… 

“They will say that they actually aren’t treating their employees differently and there is no gender bias. 

“But often the statistics tell a different story. So we believe there is this unconscious gender pay gap 
that is happening where employers aren’t even aware of it.” 

That may well be the case. If that is the case, as policymakers and government we have a responsibility to ensure 
that businesses and corporations are actually setting up processes by which they can analyse their payroll system 
and find out the statistics and see whether there is a difference; it is happening somewhere. They can do it 
relatively easily; I do not believe it would be a big deal. 

Researcher Trish Todd, who is a professor of employment relations at the University of Western Australia, says 
that the disparity in graduate wages amounts to discrimination. She suggests that workplaces need to employ 
deliberate strategies in order to help reduce the growing gap. I completely agree. Similarly, Dr Carla Harris from 
the Workplace Gender Equality Agency, urges employers to undertake payroll analysis. That would be a very 
simple way to quickly assess whether there are any pay gap discrepancies and would eliminate any occupational 
gender pay gap. That is pretty easy to do.  

I also want to touch on some of the myths that we often hear about why there is a gender pay gap and I will 
separate some of the facts from the fiction. Popular myths are used to seek to explain, and often excuse, gender 
pay gap. I think it is essential that we create strategies to deal with wage discrimination not only in Australia but 
also in WA, where we have the opportunity to do that, and to dispel some of these myths and actually have very 
sophisticated public dialogue around the issues.  

Catherine Fox has published an article on a website called Women’s Agenda. I highly recommend the website. It 
is a great resource for those who are interested in women’s issues, as I am. Catherine Fox wrote a fantastic 
article entitled “The gender pay gap: Separating fact from fiction”, which appeared in September 2013. She said 
that there are many myths about why we have such a pronounced gender pay gap. Firstly, there is a pay gap 
because women work fewer hours than men. Secondly, the gap is widening because of the resources boom, and 
few women work in mining because it is too dirty and physically demanding. Thirdly, women choose to work 
part time and in lower paid roles. Fourthly, women do not know how to negotiate a pay rise.  

I would like to address the first point; that is, there is a pay gap because women work fewer hours than men. The 
notion that the pay gap exists largely because women work fewer hours than men is probably one of the most 
misleading and simplistic arguments in terms of why we have gender pay gap in Australia. Trends show that 
part-time and casual work is predominantly undertaken by women. It is important to note, when looking at 
gender pay gap, that we are speaking specifically about men in full-time work versus women in full-time work. 
That is what we are looking at. If we want to look at the impact of part-time and casual work on pay comparisons 
between men and women, the pay gap is a lot larger—it is something like 30 per cent. It only gets worse. The 
fact that women work in part-time and casual employment does not explain the pay gap sufficiently; it only 
further depresses the earnings of women.  

The second myth that Catherine Fox referred to was that the gap is widening because of the resources boom, and 
few women work in mining and resources because it is too dirty and physically demanding. It is generally agreed 
that the mining resources sector is male-dominated. I do not think anyone would argue with that. Although more 
men are employed in mining and resources compared with the number of women, that really does not answer the 
question of why the gender pay gap is so large in WA. As a report undertaken by Dr Carla Harris from the 
WGEA pointed out, currently the gender pay gap in our state is virtually the same as the gap before the resources 
boom commenced. If that is true, how can we then turn around and blame the resources boom in WA for this 
significant gender pay gap?  

It has also been said that fewer women than men seek employment in the resources sector because it is too 
physically demanding and it is dirty work. I challenge anyone to say to someone working as a care worker or a 
nurse that the work they carry out is not both physically and emotionally exhausting. It is often also dirty work. 
They have to deal with all sorts of issues in their workplace, especially those people who are in caring roles. The 
difference of course is that our society does not place the same value on those types of roles. It has turned into a 
women’s issue whereas it really is society’s issue. This is society’s problem. It is not a women’s problem. This is 
why it is up to us to make these changes and to put in place policies to rectify the situation.  

The third point made in the article was that women choose to work part time and in lower paid roles. Often 
women will choose to work part time and in casual roles because they also have to balance caring roles within 
the family, whether it be their own children, parents or others that they have to look after and care for. It is unfair 
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to say that women actually choose this and that that is what they would ultimately like to be doing. Choice, by its 
very nature, means there are viable options. They may not have viable options because the opportunity to work 
full time while still having the flexibility to be the main carer within the family may not exist. In fact, we know 
that it rarely exists. There is always talk of workplace flexibility and all of this great stuff, but in reality it does 
not always happen. We are also assuming that there are enough childcare facilities accessible to parents. There is 
often a very long waiting list for parents to put their children into child care. Not only that, we are assuming that 
child care can even be afforded. These are all issues that impact on the so-called choice that women have in 
seeking full-time work compared with part-time and casual work.  

Other research undertaken looked at women who go back to work part time after maybe stopping to have 
children or to care for others in the family. The common theme found was that they were all suffering from a 
certain disadvantage, referred to as the “motherhood penalty”. An article appeared, also on the Women’s Agenda 
website, which explored the motherhood penalty. According to the Workplace Gender Equality Agency, it is 
now well established that women who move to part-time work, after child bearing for example, on average 
attract a wage penalty estimated at five per cent for the first year taken off, and 10 per cent for a two-year break. 
Even if these women return to the same job but on reduced hours, their equivalent full-time salary will be less 
than before they took the break to begin with.  

The fourth point in the article was that women do not know how to negotiate a pay rise. Research has been done 
to support some of that. It has been demonstrated that women do not necessarily like to negotiate a pay rise as 
men do. Women are also more likely to undervalue the work they do. Research was also undertaken that 
indicates when women did seek a pay rise, it was often used against them, as the employer viewed them as too 
pushy and less likeable, which ended up damaging their opportunities to seek promotion. 

Hon Alanna Clohesy: Double standard! 

Hon SAMANTHA ROWE: It is a double standard; that is exactly right. 

Another issue we in Australia and in Western Australia face is that the gender pay gap does not stop after 
retirement. It has a huge effect on the superannuation of women when they reach retirement age. Two of the 
main contributors to the financial disadvantage of women post retirement with the gender pay gap is that, firstly, 
lower wages for women overall logically results in lower superannuation accruals over a working life; and, 
secondly, superannuation accrues on paid work only and women are more likely to move in and out of the 
workforce. Whether time out of the workforce is to raise children or to look after other family members in a 
caring role, it has a significant impact on the amount of superannuation they can accrue. While time out of the 
workforce negatively impacts on a woman’s superannuation accrual over her working life, it is important to note 
that the gender pay gap is the chief reason that women end up financially worse off than men in retirement. 

There is an article I want to refer to. According to the Australian Human Rights Commission, women who reach 
retirement age have significantly less money put aside. A paper titled “The gender gap in retirement savings” 
states — 

… half of all women aged 45 to 59 have $8,000 or less in their superannuation funds, compared to 
$31,000 for men. 

That is a huge difference. Women are already struggling to compete financially with men, and then once they 
reach retirement it is an even sadder story for many. This is serious inequality and it needs to be addressed and 
taken seriously as an issue. It is a social issue; it is not a women’s issue. 

What can companies and governments do to address the pay gap? As Hon Alanna Clohesy has suggested in her 
motion, we could have a pay equity inquiry. Companies could also actively reduce the gender pay gap. They 
have a strong role to play in reducing the pay gap in their workplaces, in industries and in the nation more 
broadly. They could implement different policies including affirmative action initiatives. Affirmative action 
works well to ensure the appointment of a significant number of women on boards and in senior roles. This 
would assist with implementing the right sorts of policies and strategies to ensure that companies are actually 
reducing the gender pay gap and not letting it get wider and wider, as we have seen over the past 20 years. 
Companies could provide more family-flexible working environments. 

There is the example of a gold mining company called St Barbara that recently put in place some initiatives to 
close the gender pay gap in the company. An article on Mining Australia’s website states — 

Gold miner St Barbara is eliminating gender pay gaps within its ranks. 

Working to reduce the pay equity gap amongst its workforce since 2007 the company now has a board 
approved human resources strategy that it says has become hard-wired into its culture. 
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I think that is the key: to make sure that the culture of the workplace is 100 per cent behind reducing the gender 
pay gap. If a workplace does not have that, it will not work. The mining company has been successful in 
decreasing the pay difference to 15 per cent, which is still pretty high. The article states that it has — 

… also pledged that it would boost the presence of women on its board and in its workforce to a quarter 
by mid 2018. 

That is not quite enough but it is a start. It still has a long way to go. However, it illustrates what corporations, 
companies and the private sector can do to help reduce the gender pay gap. Of course, the role that the 
government plays also has a place in this issue. We need to lead the way and show the rest of society that we are 
serious about pay equality. It should not be all that hard to do. We just have to put the policies and strategies in 
place so that by a reasonable time we will reach a place where we do not have a gender pay gap. It has taken far 
too long. When is it going to be the right time to ensure we do not have a gender pay gap? Right now the 
government is not doing anything about it. 

Hon Michael Mischin: You set up a substantial equality unit in 2006. How come you didn’t fix the problem? 

Hon SAMANTHA ROWE: Right now the government does not seem to think that there is an issue that needs 
to be addressed; and there is an issue. There is a huge gender pay gap that this government refuses to look at. 

Hon Michael Mischin: You didn’t fix it. 

Hon SAMANTHA ROWE: It is not about playing the blame game, minister. 

Hon Michael Mischin: Well, you are! 
Hon SAMANTHA ROWE: It is about acting, and we need to act now. 
Hon Michael Mischin: You’re blaming. 
Hon Sue Ellery: When the minister gets to make his contribution, we look forward to hearing it. 

Hon SAMANTHA ROWE: I cannot wait. It needs to become a priority of the government. We need to 
recognise that there is an issue and we need to look at ways to reduce the gender pay gap. My colleague 
Hon Alanna Clohesy has already referred to the issues in the public service. Clearly, that is a good place for the 
government to start in addressing this issue. But of course another initiative would be to conduct an inquiry. Let 
us find out what we can do and how we can do it. How hard can that be? In that way we can find out all the facts, 
we can see how other countries are doing it better, and we can start to have a serious conversation about a very 
serious issue that, quite frankly, until now has never been taken seriously. It is a social issue that we need to 
address now. Let us have an inquiry and let us find out how we do this and let us lead the way for the rest of the 
country so that we do not have a gender pay gap any more. 

HON LIZ BEHJAT (North Metropolitan) [3.07 pm]: I am happy to get up and speak today on this issue. 
However, surprisingly enough, I am not getting up in support of the motion that Hon Alanna Clohesy has moved. 
That is because I do not think we need another inquiry to tell us what we know; that is, there are gaps in the pay 
between the genders. However, we must compare apples with apples in these matters. Members opposite come 
into this place and sprout statistics. We can do that just as well from this side of the house. 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. Surprisingly, the genders are different. Men and women are different—surprise, 
surprise! 
Hon Samantha Rowe: We don’t deserve to get paid less. 

Hon LIZ BEHJAT: I have sat here in silence listening to the contribution from the people on the other side. I 
would appreciate the same courtesy afforded to me. I have not interjected on anybody else, and I would 
appreciate the same courtesy. I think we can give each other the courtesy of listening to what each of us is saying 
in this very interesting topic.  

In my working life I have never suffered from pay inequality doing the work that men do, and I have worked 
alongside men. I have also been able to move in and out of the workforce quite well. I have a very supportive 
husband who took time off to be a house husband when I went back into the workforce when my son was 
six months old. We do the things that people do, and negotiate between ourselves and with our employers on the 
things that need to be done. Women need to be able to do that. Men and women think very differently in the 
workforce.  

One of the issues raised in debate was graduate employment and the salary levels that people start on. The 
Carnegie Mellon University in the United States has done some very interesting statistical work around the issue 
of starting salaries. Recently, in a Master of Business Administration course that it ran, the university tracked 



Extract from Hansard 
[COUNCIL — Wednesday, 7 May 2014] 

 p2829e-2844a 
Hon Alanna Clohesy; Hon Samantha Rowe; President; Hon Liz Behjat; Hon Sue Ellery; Hon Lynn MacLaren; 

Acting President; Hon Kate Doust; Hon Michael Mischin 

 [10] 

one of its graduating classes to find out what happened with these people and their salaries. They found that 
57 per cent of the males who undertook that course negotiated for themselves a starting salary at a new job better 
than what they were offered in the first instance, while only seven per cent of women graduates negotiated a 
better starting salary. This is because women are a little reluctant to try to negotiate a better outcome for 
themselves, whereas men tend to do that. We know ourselves, and from speaking to people in the human 
resources sector, that women will not apply for a position unless they can tick at least nine out of the 10 boxes 
that need to be ticked, whereas men will tick only five and will fudge the rest and put themselves forward. These 
are issues that are very real and that women need to address in how they go about getting themselves a better 
outcome. I want to put on record the Australian Bureau of Statistics’ May 2013 figures on salaries, because this 
motion specifically talks about gender pay gaps in Western Australia. The statistics show that in Australia, the 
Australian Capital Territory has the highest full-time adult average weekly ordinary time earnings at $1 702 a 
week, and Western Australia has the second highest at $1 644.80 a week; and, specifically, for the female full-
time adult average weekly ordinary time earnings, the ACT again has the highest at $1 546.90 a week and 
Western Australia has the second highest at $1 325.50 a week. We need to put this debate in context, because 
Western Australia is doing quite well compared with average weekly earnings in the other states.  

The question is whether we need an inquiry to work out if we have a gender pay gap. No, we do not. It is 
obvious that the mining sector has been one reason for the gender pay gap. Hon Samantha Rowe said that the 
gender pay gap existed prior to the mining boom, but we know that with the mining boom there were people in 
trades, generally men, who shifted from those trades into the mining and resource sector. We have to look at 
where the movement in employment has taken place in those sectors. We know that once people took up 
positions in the mining sector, it became very difficult to get tradies in other sectors. We have to look at the real 
reasons behind that.  

The opposition can call for as many inquiries as it likes, but this government has been acting to address what it 
sees is important for women in the workforce in this day and age. We need to focus our efforts on women’s 
economic independence to ensure that it is easier for women to participate in their chosen areas and to provide 
that choice through a range of measures. We should not rely solely on government to resolve these issues. The 
government likes to do this in partnership with business and education. It is a matter of promoting a gender 
balance to create that economic independence through a range of social and cultural factors. I have no doubt that 
women experience a more precarious financial situation than men, but that is brought about for a range of 
reasons. We need to look at this. There are women who juggle home responsibilities with managing a family, but 
there are also women who through a variety of reasons—literacy and their Aboriginality — 

[Quorum formed.] 

Hon Nick Goiran: Whose motion is this? 

Hon LIZ BEHJAT: At the moment, Hon Nick Goiran, I have the call and I have asked people to conduct 
themselves in the manner that we should all conduct ourselves in this house.  

It is a shame that we had to call a quorum in debate on an issue that is very important. Although I understand that 
members may have urgent parliamentary business that takes them outside this chamber, on the days that we 
debate these motions, we deal with some interesting and very important issues from both sides of the house. 
Although I do not support Hon Alanna Clohesy’s call for an inquiry into this issue, I certainly recognise that 
work needs to be done to address some of the issues raised. There have probably been enough inquiries. It is 
time to act and this government is certainly keen to address this issue.  

Before the ringing of the bells, I was talking about the need to address economic independence for women, 
which is a really important way to ensure we can improve the situation of women. More women than men are 
undertaking and graduating from tertiary education, but the issue is what they go on to do and what we can do to 
encourage those women into the workforce and to negotiate better conditions for themselves and also support 
them in continuing in those roles. In her contribution to the debate Hon Alanna Clohesy talked about the pay 
equity unit in the Department of Commerce. She talked about budget figures and full-time equivalent staff 
numbers and gave us the figures for the last few years. She did not really point out how effectively that pay 
equity unit is working. It is not a matter of the dollars that are spent but how effectively those dollars are spent 
and what the unit does. No doubt the Minister for Commerce would be able to expand on this. The Department 
of Commerce has a pay equity unit that provides funding and support. The department plays an important role in 
continuing that work. It works with stakeholders to create flexible work arrangements, in turn, reducing barriers 
to participation and career advancement for women. The unit has a pay equity audit tool, which is available for 
people to utilise. The auditing tool provides training and support and has been used extensively by the public 
sector. It is encouraging to see that a large number of private sector organisations are also tapping into the unit to 
undertake audits of their own operations with a view to bridging the gap. That is part of what is available for 
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people, in conjunction with government initiatives to get the public sector and business to take responsibility in 
those areas.  

One of the other major initiatives that I am very pleased to have been associated with in recent times through our 
Minister for Women’s Interests, Hon Liza Harvey, is the Being Board Ready initiative which expands on the 
work that has been done by the women’s advisory group to give women the opportunity to put themselves 
forward to participate in all types of boards throughout Western Australia, promoting an understanding of the 
skills and qualities that women can bring to board membership and providing women with development 
opportunities to enhance their chances of board appointments. The WA state government is leading the way in 
gender equity with the representation of women on government boards and committees, which has seen an 
increased participation from 35.5 per cent in 2011 to 41.7 per cent in 2013. As of 2013, 29 per cent of chairs 
were women. We are seeing some increases in women on boards. That exceeds the national Women on Boards’ 
target of 40 per cent women on Australian government boards by 2015. We are not stopping there with that 
proactive approach. Women’s Interests, Department of Local Government and Communities, continues to 
undertake work to raise awareness and understanding of the gender pay gap and its contributing factors in line 
with the work of the Workplace Gender Equality Agency.  

The resources that the government is providing are to be used in conjunction with private enterprise and other 
businesses to ensure that opportunities are available for women that may not have been available previously. 
There is no doubt that we need to make it easier for women to have more flexible working arrangements. We can 
utilise a number of measures. I will sit down shortly and let others contribute to this debate. I wanted to put on 
the record that it is not right to come in here and say that there is this gender pay gap because of the nature of the 
work undertaken. It is really because women do not undertake the same work as men. We work differently and 
we think differently. We need to emphasise the fact that people need flexibility in whatever they choose to do. 
Not all women choose to be in the workforce. The mining and resource sector has provided that opportunity. I 
have a niece who is the mother of three children. Her husband works in the mining and resource sector. She is 
quite happy at home being a mother who looks after her three children. Because of the conditions that her 
husband works under in the resource sector, she is able to do that. It is all about choice and what women want to 
do. As long as we are able to provide those choices and provide them in conjunction and consultation with the 
sorts of programs that we are putting in place, women’s working conditions will improve quite rapidly. 

HON SUE ELLERY (South Metropolitan — Leader of the Opposition) [3.26 pm]: My speech just got a 
whole lot longer. I did not plan for that to happen; it just happened. I am pleased to be able to speak on this 
motion. I have spoken on this before; I spoke in 2012. I went back to some of the debates that we had at that 
time. Today I will rely upon some of the material that I relied upon then. It is the case that the gender pay gap in 
WA is a very stark one and it is the biggest in the nation. One of the points made by Hon Liz Behjat at the very 
end of her contribution is that it is not right to come in here—I am paraphrasing—and talk about a gender pay 
gap because it is all about the choices that we make as individuals. What I relied on in part back in 2012 and 
what I will rely on in part now is some of the facts and figures provided by the government that Hon Liz Behjat 
is a part of that dispute the fact that the gender pay gap exists because of the choices that women make. I am 
referring to a document published by the government of Western Australia entitled “Department for 
Communities: 2012 Women’s Report Card”. It is generally published every couple of years. It was started when 
we were in government and it kind of presents a snapshot of the status of women in Western Australia. It 
identifies a number of key measures by which those stats are bundled together and reported against. One of the 
key measures—number 5—is economic independence. It states — 

A range of social and cultural factors contribute towards many women having a more precarious 
financial situation than their male counterparts. 

Hon Liz Behjat acknowledged that a range of social and cultural factors were at play. The report is structured in 
such a way that it identifies outcomes. The outcomes that it is seeking to meet are those that were set out in 
“Department for Communities: Women’s Interests Strategic Directions 2011–14”, which followed a fairly 
extensive consultation process. It identified the following desired outcomes in the area of economic 
independence. This is the government’s own list of objectives it sought to meet to address the economic 
independence of women. They include — 

• the education and training of girls and women, particularly in skilled and non-traditional disciplines 
such as science, technology and engineering, is expanded 

• traditionally marginalised groups, including migrant and Indigenous women, are better able to 
contribute to the skilled workforce through: reduced barriers to participation; better translation of 
skills; regional work opportunities and accessible workplaces 

• workplaces offer enhanced flexibility that assists women with caring and parenting responsibilities 
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• workplaces combat gendered ageism and value diversity 

• women’s financial planning and literacy are improved, resulting in better earnings and enhanced 
superannuation savings upon retirement 

• the gender pay gap is reduced. 

They are the objectives of this government. It is not the first government to set those objectives; they were also 
our objectives. This government’s own objective—to achieve economic independence of women—is to reduce 
the gender pay gap that Hon Liz Behjat would have us believe does not exist other than because of choices that 
women make. The government’s document, “Department for Communities: 2012 Women’s Report Card” then 
goes on to talk about what the gender pay gap is. Although it has been defined already by a number of members, 
I reiterate — 

The gender pay gap is caused by a number of factors including less women in senior management 
positions, limited access to quality part time work which would enable women to combine work with 
caring responsibilities, and a highly … segregated workforce which historically pays more for work in a 
male dominated industry than comparable work in a female dominated industry. The gender pay gap for 
full time employees in Western Australia is increasing. In 2011, Western Australian women received 
72% of men’s average weekly earnings, a gender pay gap of 28%. 

That section of the document then goes on to talk about economic independence.  

Sometimes it is easy for people to say that the only and sole driver for the gender pay gap in Western Australia is 
the important role the resources industry plays in our economy. There is no question that that is one of the 
drivers and one of the elements that has an impact on the gender pay gap, but it is not the only driver. There is an 
argument that says we want the resource and mining industry to continue to be strong and grow and we do not 
want to do anything that could hamper a strong Western Australian resources and mining industry because it is 
good for our economy and, indeed, the economy of the nation; but we need to pay particular attention to other 
elements that we can influence—not give up on encouraging women into the mining and resources industry if 
that is what suits their objectives—and look at what leverage can be given to other drivers and make sure that we 
pay particular attention to that, because the mining and resources industry is a contributing factor but not the sole 
factor.  

I want to talk a little about the highly segregated workforce and put the resources sector into some context. The 
resources sector employs about two per cent of workers nationally and 11 per cent in WA. Those are the figures 
for 2012—the Minister for Commerce might be able to point out whether those figures have changed. 
Eleven per cent is certainly not the majority of the workforce in Western Australia, but if we did encourage more 
women into mining and resource industries and they progressed all the way through the life of their careers into 
senior positions that would have a significant impact on the gender pay gap in Western Australia. But what really 
pulls down the gender pay gap, and what I think we in WA need to pay particular attention to—because it is 
beyond me why this problem is worse in WA than anywhere else—is the value we place on the work done in 
industries where women are the majority of the workforce. So what is it that we can do to address those 
industries that have been described variously as the kind of “caring” industries, including the areas of health, 
education, disabilities and aged care, for example—it also includes parts of hospitality—to address the value that 
we place on people and the work they do in those areas.  

There is a role for the government, not only as a key player in the market and the economy but also as a key 
employer in the public sector, to do work in this space. I know this has already been referred to by other speakers 
and that there is no silver bullet, so the notion that there is one particular thing we can do to address this is a false 
one, but a range of things need to be done. It would be valuable to have an inquiry into the Western Australian 
context because there is a particular set of market and economic circumstances in Western Australia that do not 
exist anywhere else in the nation. It is right to say that Western Australia leads the nation in economic prosperity, 
so how can we make sure that that prosperity is distributed with equity between the genders, and what is it that I 
suspect we can do only in Western Australia because of the nature of our prosperity? This is a very different 
economy to that of Tasmania and to that of the ACT, for example. There are significant points of similarity 
between WA and Queensland, but even then—even though they have a strong resource and mining industry and 
geographic challenges—they do not have the same geographic challenges WA faces and there are other elements 
at play, not the least of which is that Queensland is on the east coast and there is a whole lot of stuff that goes 
with being on the east coast that does not happen in Western Australia. I think there are reasons we need to have 
a particular look at Western Australia and what it is that we can do differently, given our particular set of 
circumstances, to address this.  
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The document I referred to is the “2012 Women’s Report Card”, published by the then Department of 
Communities. I invite the Minister for Commerce, if he knows, to confirm whether there is going to be a 2014 
women’s report card. The minister may not know that, because it is not published by his agency, but I would 
appreciate it if he could find out from Minister Simpson or perhaps Minister Harvey if we can expect a 2014 
women’s report card. 

Hon Michael Mischin: I do not know the answer, but I am happy to find out for you. 

Hon SUE ELLERY: Thank you very much.  

I also note that when Hon Alanna Clohesy made her comments and referred to the answers she received in the 
estimates process about the budget resources to the pay equity unit and staffing resources, the Minister for 
Commerce interjected that the measure of effectiveness is not just dollars and staff resources allocated. He is 
quite right—it is not. But it is not a bad place to start looking, to send the signal whether a government is 
committed and is maintaining the same level of commitment. It is clear from the evidence provided by my 
colleague Hon Alanna Clohesy that the resources have reduced, based on the information she got through the 
estimates process, but I invite the minister in his answer to advise us—I am sure he was going to do it anyway—
how effectively the pay equity unit is working, what its current priorities are, what areas it is concentrating on 
and why we should not be alarmed that there are fewer dollars and staff which means that there is less of a 
commitment. What is it doing that should allay our fears that pulling out money and staffing does not mean that 
the government is reducing its commitment to addressing pay equity? I invite the minister to provide us with that 
information.  

Another issue, raised by Hon Liz Behjat, is women’s expectations of themselves. This is a really interesting area 
to examine. Why does it happen that our expectations of ourselves, according to Hon Liz Behjat, are not the 
same as men’s expectations of themselves? I probably agree with the point made by Hon Liz Behjat—with due 
respect to all the men in this place that I work with—and it is my experience as well at the ripe old age of nearly 
52 that when a career opportunity or advancement is offered to blokes, whether or not they have the skills or the 
qualifications, their default position is, “Yes, I can do that,” irrespective of their life experience, qualifications 
and capacity. The default position for women I have worked with in my about “four days away from being 52” 
years — 

Hon Kate Doust: Is that your expectation of everyone giving you a birthday present? 

Hon SUE ELLERY: I have just raised everybody’s expectations about what they are going to give me for my 
birthday.  

However, my experience of women is that when a career opportunity or advancement appears, our default 
position is, “Oh my God! I couldn’t possibly do that.” I would share the experience of the example given by 
Hon Liz Behjat about men ticking only five of the 10 boxes but assuming they can do it and women ticking only 
seven of the 10 boxes but assuming they cannot do it.  

There are thousands of pieces of scientific and sociological research that says: why is that the case? It is not the 
case that the baby girl born today is born with an innate sense of inadequacy; that is not one of the differences 
between boys and girls that happens at birth. There are all sorts of research over decades and decades and 
decades that demonstrates a process of socialisation in our society, which says that in the same way. This 
socialisation is exemplified in part of the reasons for the gender pay gap. Why is it that we value the work of 
caring less than we value the work of digging something up out of the ground, for example? Why is that? It is 
exactly the same argument. There is a whole lot of socialisation that goes on to get a 52-year-old woman to the 
point where she questions her ability to do a job, when the 52-year-old man standing next to her does not have a 
shadow of a doubt, despite the fact that he is an incompetent idiot, that he can do a much better job than she can. 
There are all sorts of reasons as to why that is, and I think it is far too simplistic to say, “Well, it’s because we 
women are our own worst enemy”. It is because before we were women, we were girls, and we were brought up 
to believe a whole lot of things; and before men were men, assuming that they grew from boys to be men, there 
was a whole lot of sociological stuff that went on that told them how valuable they were — 

Hon Alyssa Hayden: Perhaps it’s still going on. 

Hon SUE ELLERY: I did not make the point just made by Hon Alyssa Hayden, but I would agree with her. 

Hon Kate Doust: I didn’t hear her. What was it? 

Hon SUE ELLERY: She said, “Perhaps it’s still going on”. 

Hon Kate Doust: Thank you. 

Hon Stephen Dawson: Perhaps it is a generational thing. 
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Hon SUE ELLERY: We would hope, Hon Stephen Dawson. There are all sorts of reasons why it is the case, 
and it is far too simplistic to say it is just because we are hard on ourselves or we pick on each other or we are 
too critical. There are all sorts of reasons why those things have happened. It is not because we were born that 
way. It is because we have been taught to value things in a different way. Nevertheless, there are structured steps 
that the market and a government can take to address the economic independence and expectations of women 
and men in Western Australia. An inquiry to look particularly at Western Australia’s current capacity and the 
structure of our economy would be a really valuable exercise. If it is the case that the whole issue—even though 
I do not think it is and the government’s own position from its own report is that there is not just one reason for 
it—is a consequence of the size of the resource and mining industry in Western Australia, let us name it, let us 
claim it, and let us just concentrate our efforts there. But I think it is more than that, and it would be really useful 
to have an inquiry, particularly into circumstances in Western Australia. 

I will leave my comments there. This is an important area for us to examine, and I look forward to people 
supporting the proposition that we set up an inquiry that looks in particular at the Western Australian 
circumstances around the gender pay gap. 

HON LYNN MacLAREN (South Metropolitan) [3.44 pm]: I rise to support the motion. I have been listening 
intently to the motion, as it has been described, over the several years we have had this debate. In fact, a dear 
friend of mine was in the pay equity unit up at Dumas House, and many a conversation was had about this 
ongoing problem in Western Australia. I have listened respectfully to Hon Liz Behjat who put a different view 
and said that an inquiry will not be the way forward. What is the way forward? We do want some action in this 
area; it has been lagging. The pay gap is worsening, and really I ask members opposite and, particularly, the 
minister: if not this, then what? 

We know from being in this Council that an inquiry is a way to attract government resources; it is a way to get 
everybody on the same page, especially if it is a multiparty inquiry, and it is a way to identify the steps forward 
by using the experts in the field. It would pull all of our knowledge together to embark upon those actions that 
would address this inequity once and for all. There is one thing that we can all agree on: women should be paid 
equally. We can all agree on that. We are not trying to forever lock into Western Australian policy that women 
are to be paid less now and into the future. We agree that women should be paid for an equal day’s work as a 
man. 

In fact, I was appalled when I first learned that this pay gap was in place in Western Australia. Having grown up 
in the United States I had an expectation of equal pay. People there, too, are still fighting the gender pay issue. I 
was surprised that my colleague in a similar job—in fact, we job shared—was paid more for the same job I was 
doing because he was male. 

Hon Michael Mischin: But there is a difference, is there not, between the gender pay gap as defined as a 
comparison of averages over a population? 

Hon LYNN MacLAREN: Yes. 

Hon Michael Mischin: And a differential in doing the same job on the basis of gender. Now if you indicate that 
there are those sorts of examples, then yes, they do need to be addressed and they can be addressed and I 
understand they are being addressed. But that is a different thing from the gender pay gap. 

Hon LYNN MacLAREN: But certainly it contributes to — 

Hon Michael Mischin: Because average — 

Hon LYNN MacLAREN: It contributes to — 

Hon Michael Mischin: It may do — 

The ACTING PRESIDENT (Hon Amber-Jade Sanderson): Members! Order! Hon Lynn MacLaren has the 
call. Please allow her to continue her remarks. 

Hon LYNN MacLAREN: Thank you, Madam Acting President. I do find the minister’s interjection 
enlightening. However, it is important to recognise that it is part of the problem, and the fact that that still exists 
contributes to the overall gender pay gap. We have heard a lot of evidence today and in past weeks when we 
introduced the motion about how there are certain industries where women dominate and those industries are 
lower-paid industries. That is a facet of the gender pay gap as well, namely, that these industries are lower-paid 
industries. 

Hon Michael Mischin: I understand that. 
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Hon LYNN MacLAREN: Yes, that is part of the problem. 

Hon Michael Mischin: Because it is a question of comparing like with like, and if you have an industry in 
which the work is not valued as much because there is a large workforce available, that really throws the average 
down if one particular gender is attracted to that work for some reason or other. Isn’t the issue more of looking at 
opportunities for education and for employment, rather than looking at an average figure that may be 
meaningless in itself? We know why there is a gender pay gap. There have been a number of studies about it, but 
anyway, look, I am not trying to be difficult. 

Hon LYNN MacLAREN: I find the minister’s interjections interesting because they actually prove the point 
that we need an inquiry. 

Hon Michael Mischin: What I’m saying is we do not; we already know. 

Hon LYNN MacLAREN: Because what he is exposing is his understanding of the issue, and it is not, “She’ll 
be right, mate”. It is not “Everything’s fine”, and “We know everything and we have the actions that we need”. It 
is actually a problem that the minister is highlighting in his interjection to me that I hope Hansard was able to 
pick up. 

Has the Attorney General read the Western Australian Council of Social Service report into the gender pay gap? 
I recommend it to him. The WACOSS report states that the main factor for the gender pay gap is the 
undervaluation of what is known as “women’s work”. Hon Sue Ellery put it clearly; it is nonsensical to not give 
the nurturing and parenting of a child the same value that we give digging rocks out of the ground, and it is what 
we have suffered for generations. 

Hon Michael Mischin: Isn’t value an operation of supply and demand? If I value — 

The ACTING PRESIDENT: Order, members! The honourable member will have the opportunity to outline his 
points on this motion if he seeks the call. Hon Lynn MacLaren has the call. Please allow her to continue her 
remarks and please do not invite interjections. 

Point of Order 

Hon KATE DOUST: I want to remind the member that when the Acting President is speaking, he should not 
arise from his seat and walk around the chamber. 

Hon MICHAEL MISCHIN: Thank you, but I thought you had finished and that is when I started. I stopped 
when you recommenced talking. No disrespect was meant and Hon Kate Doust might just cool it. 

The ACTING PRESIDENT (Hon Amber-Jade Sanderson): Thank you. 

Debate Resumed 
Hon LYNN MacLAREN: Greater gender diversity in the workplace would help to address some of these 
perceptions. I recall my first job, which was working for a newspaper. There were an equal number of men and 
women in positions in that paper and an equal number of men and women in heads of department roles—for 
example, the heads of the advertising and editorial departments. There was great gender diversity. In my early 
work life I might have been particularly lucky to have not experienced that kind of inequity that we sometimes 
find here in Western Australia, as we are talking about today. 

In my employment in the high technology industry I saw quite a diversity of skills. There were metal workers, 
for example, software engineers and marketing people. We had quite a diversity of roles that people played. 
There I began to see more of a gender correlation with the roles that people were playing and, therefore, a 
consequent difference in pay. I worked as a documentation specialist and a male colleague was in the same job. 
He was paid more. However, his qualifications were higher. He worked as an engineer, so his pay was 
commensurate with his professional qualifications. The Attorney General has just said that in some cases an 
employee may not have equal qualifications and, therefore, they are paid less. From the evidence about gender 
pay gap, we know that men and women with equal qualifications are still not paid the same, and that is what we 
need to address. I hope that an inquiry would tease out these issues and get rid of some of the misconceptions 
around the gender pay gap that we seem to perpetuate year after year and generation after generation. 

WACOSS highlighted other factors of the gender pay gap, including — 
• a significant degree of gender segregation of the labour market along industry lines — 

Which I talked about — 

with female-dominated work areas earnings significantly less than male-dominated areas; 
• inequity in the division of unpaid caring responsibilities; 
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That is a whole other motion we could look at about the undervaluing of a woman’s domestic role or other roles 
that she plays in caring for the family. WACOSS also identified — 

• institutionalised undervaluation of skills and qualifications typically identified with women 
(‘women’s work’); 

• low levels of access to collective bargaining in female-dominated work areas; 

• low levels of unionisation; 

• a lesser propensity for women to engage in individual salary negotiations, and poorer returns to 
negotiation when it is carried out; 

I think Hon Liz Behjat mentioned that in her contribution as one of the factors and indeed it is one factor. It is 
not a reason to not address the problem in a comprehensive fashion with an inquiry. The report continues — 

• overrepresentation of women among industries and occupations in which deregulation of the labour 
market (for example, the WA Workplace Agreements Act 1993 and the Commonwealth Workplace 
Relations Amendment (WorkChoice) Act 2005) — 

There is an old favourite — 
has undermined wages and conditions of work; and 

• disproportionate employment of women in Government employment or Government-funded 
positions, which can lead to the exercise of monopsonistic power in the labour market 

WACOSS has examined that in its latest report. There is a pile of reports; a lot of studies have been done into 
this. Recommendations were made about how to address this, even in the public sector, but we are very slow and 
it feels to me as though we are pushing against a brick wall in trying to achieve reforms that really should 
already have been implemented. 

The Greens acknowledge that women have many commitments to motherhood that might stint their career paths. 
There is no denying that perceptions that a woman cannot commit to a more senior decision-making role because 
of parenthood is preventing some women from promotions and the opportunity to flourish in these positions. 
One of the clear indications that women are not earning as much as men is the amount of superannuation that 
women have managed to accumulate. Career women are grossly lacking in the superannuation that is required to 
ensure that they are able to continue to self-fund themselves through retirement. Superannuation is a great factor 
for us to examine in an inquiry to identify that, overwhelmingly, women are suffering from this gender pay gap 
and we will suffer more into our later years because of the low rates of pay and low opportunities for higher pay. 
We have only to look at superannuation to see that. The Human Rights Commission solidified this point. It 
confirmed that inequality in the workplace occurs due to the fact that — 

... the notion of the ideal worker in many workplaces still tends to be that of a man, who is available for 
work 24/7, unencumbered by any care responsibilities. This limits the opportunities for many women to 
participate equally in the workplace. 

We have to eradicate this perception and be inclusive of both women and men with parenting responsibilities, 
not use parenting as a point of discrimination. The Greens (WA) are aiming for those with family responsibilities 
not to face discrimination and, where possible, to work without conflict between paid employment and caring 
and other family responsibilities. I have been very lucky in my life to have known families in which the male 
parent gets to be the primary carer and the female parent gets to pursue her career for a while. We could count on 
one hand the number of people we know who are managing to do that. That too is an indication that we need an 
inquiry to address the gender pay gap. 

Hon Nick Goiran: Why do you assume the person staying home is not pursuing a career? 

Hon LYNN MacLAREN: I am talking about the person who parents; parenting is a full-time job. 

Our policy calls for the advancement of respectful and productive relations between Western Australian men and 
women. The Office for Women should be adequately resourced to advocate for women, develop and implement 
programs to improve the status of women and the relations between men and women, bearing in mind the 
complicated intersections of class, ethnicity, race, disability, sexuality and gender. This is a complex little 
formula, and without adequate resourcing for the Office for Women we have seen the status of women, I think, 
dip in Western Australia. Notwithstanding Hon Liz Behjat’s comments that in some places we have managed to 
get women on boards and in highly paid positions, we need to do more to strengthen the support mechanisms so 
that women can take on leadership roles equally. 

Debate adjourned, pursuant to standing orders. 
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