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Introduction
The building and construction industry is Australia’s 3rd
largest industry. It impacts on our everyday life whether
it’s providing homes, schools, hospitals, roads, offices,
shops and airports. Building and construction is an
integral part of our community.
The Australian building and construction industry currently employs over
1 million Australians and is set to grow in the next decade needing an additional
300,000 people – this means great job opportunities for all working Australians.
But the industry is missing out on attracting a large part of the workforce –
women – who are only 11% of the current workforce and when you look at trade
related jobs the statistics are even lower – 1% of the total trade workforce.
Things need to change so that the industry has the capacity to attract the
best workers regardless of their gender and women should not miss out on
fantastic career prospects in one of Australia’s largest industries.
It’s a win-win if we are able to increase female participation in the building
and construction industry.
This handbook has been designed to assist employers in getting a better
understanding of the benefits of employing women, how to employ women
and how to make changes at your workplace to encourage and retain more
women in the industry.
We highlight both the challenges and rewards through a series of case
studies from those already employing women in the industry.
There are details to find out more about how to attract and retain more
women into the building and construction industry.
We hope this handbook provides information for employers to seriously think
about proactively encouraging women to join their workforce in the building
and construction industry.
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Why should we
encourage more
women into the
industry?
The building and construction industry is a
strong and successful industry in Australia,
employing over 1 million Australians which is
estimated to grow to 1.3 million by 2020.
The industry is the 3rd largest employer, is
the largest employer of young people between
the ages of 18-25 and also trains the largest
number of apprentices.
Each year the industry loses around 30,000
workers and it is consistently reported that there
are both skill and labour shortages experienced
around the country.
So the industry needs to embrace as many
opportunities as possible to meet these
workforce demands to ensure that the growth
and viability of the industry is maintained.
One of the most obvious ways to tackle this
challenge is becoming an employer of choice
to all working Australians not just male working
Australians.
The building and construction industry
workforce consists of around 89% male with
only 11% females. This figure is even more
pronounced when looking at trade qualified
workers with women representing only 1%
of the trade workforce.

If employers want to encourage the best
possible candidates for a role they need to
canvass all potential recruits – including women.
It is recognised that part of the reason why
not many women are employed in the industry
is that not many are interested. The industry
is seeking to turn that around by raising
awareness of the opportunities for women
and actively encouraging them to consider
a career in building and construction.
In encouraging women to consider a career
in the industry, we need to ensure that the
industry is prepared and willing to accept
and embrace more women on site. To do that
employers need to take a proactive approach
in changing workplace culture to attract and
retain female workers.
Statistics have shown that a critical mass
of women in an organisation leads to better
performance of a business.
This handbook contains a range of practical
ideas, checklists and case studies of how
you can actively promote the employment
of women in your business.
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Craig Edmunds
Chief Executive Office
Fairbrother, Tasmania
Craig Edmunds is the CEO of Fairbrother, one of Tasmania's largest construction firms.
He is also the Chairman of the MBA's Tasmanian branch.
“I think our philosophy in employing apprentices is to employ our future leaders, really, people
who are going to grow into leading hands, foremen, supervisors, project managers, construction
managers, regional and divisional managers, and ultimately to highest level of management
within our company, and there’s many people that have actually done that within our company.”
The company has also become an industry leader in encouraging female participation and
supporting them in the construction industry. Simple yet very important changes include providing
the right amenities on site and flexible working hours. In a bid to encourage more women to join
the industry, he also sends female apprentices to high schools to give a first-hand account of
what it is like to work in the construction industry.
"They are (the high school students) hearing first hand from a woman who is currently working
in the industry as an apprentice, and what they enjoy about it, and that sort of thing."
Craig sees the employment of women not as an end in itself, but something that has
actually improved the productivity of the company.

"Not only does employing women all of a sudden give you access
to a whole raft of potential new employees, but they also bring
some unique skills to the industry and a new perspective on
approaching issues which has been very welcome.”
Some women are now acting as projects managers in the company and Craig attributes
their presence as a calming influence on site.
While acknowledging the wide-ranging benefits of women in the industry, he believes that
it is hard to entice them into the industry. Craig believes this is mainly down to the outdated
views about the nature of the work. In particular students who tend to think a career in
construction means a life of hard labor.
He said, "They (students) certainly do not understand what sort of career pathways are
available in construction. I think they think that they are going to be a carpenter or another
trade-based position, and end up being a tradesperson for the rest of their life. “
"I don't think young people really understand what amazing career opportunities there
are after completing an apprenticeship. An apprenticeship is just the beginning, a stepping
stone, for multiple pathways in the industry, many of which pay well and above what most
traditional university pathways offer".
For women, Craig believes further education of the benefits and diverse options of a career
in construction will help encourage entice more women to pursue construction as a career.
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Problems in attracting and
retaining women and how
employers can overcome them
Problem

Solution

Attraction & Recruitment
Lack of female awareness
of the opportunities

Work with local schools and Jobactive providers
to highlight that your workplace is open to anyone
interested, whether male or female, and identify
what opportunities are coming up in your workplace.

Employers not being open-minded about
women in the workplace in any role

As an employer you need an active commitment to
consider women in roles. Employers need to undertake
an assessment of the workplace culture and systems
and implement change where necessary.

Experience at Work
What is and isn’t appropriate behaviour

Women want to be treated fairly, equally and with
respect regardless of gender. Employers need to
set the appropriate standards.
Recommended guidelines are contained further
in this handbook

Discrimination & Harassment

There must be clear rules around discrimination
and harassment and a process in place to report
discrimination or harassment.

Practical Issues

Women want safe and comfortable in their
workplace. If you provide staff with clothing
and equipment then a women’s range should
be made available particularly ensuring safety
equipment fits well.

Flexible working arrangements

Increasing female participation on the workplace
will be enhanced through the consideration of
greater workplace flexibility including part-time
and job-share arrangements.
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Russell Bates
Director and National Leader of Construction Services
Johnstaff, Victoria
Russell Bates is the National Leader of Construction Services for Johnstaff, a national construction
company specialising in commercial, health, research, aviation and civil sectors.
A third generation carpenter, Russell has more than 30 years experience in the industry and is
considered one of the preeminent construction managers in Australia. He is also recognized as
well as one of the most forward-thinking executives supporting women in the industry in Australia.
In 2015, Russell was recognized by the National Association of Women in Construction when
they awarded Johnstaff a prize for advancing the interests of women in the construction industry.
Unbeknown to Russell, the women in his office had submitted an application for the Crystal Vision
award, which celebrates the continuing commitment towards advancing the interests of women
in the industry as a whole.
Johnstaff and Russell have worked hard to address work-life balance issues for women, including
offering part time positions to those who need to juggle family commitments. He also has a strict
rule about putting health and family before work.
For women thinking about getting into construction, Russell reiterates that it is the variety of
career opportunities that is so wonderful about the industry. While he notes that the sector has
been dominated by men over the years, and the working hours are not always conducive for
young families, it is a thoroughly rewarding career and well worth considering.

Russell said, “I’ve promoted women probably because they are quite often the quiet
achievers. They work very hard at everything and they don’t always get recognised”.

Grace Ferreira
Pacific Formwork, ACT
Grace Ferreira is the President of the Australian Capital Territory branch of Master Builders Australia.
She is the first female president of the organisation. She is also co-founder of Canberra-based Pacific
Formwork a specialised construction firm that works across the eastern seaboard.
Despite the current low numbers of women in the industry, Grace is of the view construction is a great
sector for women. The flexibility of the industry, a product of project-driven work, for instance, is a good
fit for working mothers.
To get more women into construction Grace believes improving career education at school will have
the most significant impact. In particular, she said it was important to explain all the different career
paths available to young people to join the industry, whether it be through university, TAFE or an
apprenticeship. Also, it is important to explain the incredible array of jobs that can be pursued.
Complementing this approach, Grace believes it is important also to make parents aware of these
options so that they can support their children's decisions.
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Mal Freeby
Head of People, Culture and Training
Taylor Construction, NSW
Mal Freeby is the Head of People, Culture and Training at Taylor Construction in NSW.
With more than 250 staff across the company, Mal’s role is to support the company’s
resourcing and ensure that staff are supported.
He believes one of the reasons Taylors is such a successful company is due to the company
having a strong focus on family. They offer flexible working arrangements for working mothers,
they also support all staff and ensure that there is a strong social network bringing all the
staff together.
Taylor prides itself on its cadet program where at any one time they have 25 young people
from university and TAFE undertaking training at the firm. There they rotate around each
area of the business.
With the nearly 8000 builders expected to retire by 2020 but only 4200 set to replace them,
Mal is only too aware of the impending skills shortage. He would love to see more women
applying for their cadet program and also becoming involved in other areas of the business.
In his view, the career opportunities are endless, and there are "clear pathways of progression
to senior roles".

Jan Goetze
Regional Manager, Built Environs
South Australia
Jan Goetze is the Regional Manager at Built Environs in South Australia.

Jan is keen to encourage young people to join the industry.
Jan believes schools are critical to encouraging change and greater female participation.
He says one of the best ways to encourage more women into the industry is to improve career
education for school students and to look at creating opportunities for girls to undertake work
experience. "I don't think they have a full picture of what careers are available, what the future
of Australia is going to look like and how careers or certain professions will change."
Jan says there is a lot more to this industry than just putting bricks and mortar together or
precast concrete. When asked what he would say to young students about the industry, he
said, “Construction is changing, it’s not just someone designing something, you building it,
and then you sorting it out as you go. It is much more. We are striving to be more efficient,
trying to be more sustainable; we are using technology and innovation much more. It is a
very exciting industry to be in.”
He believes it is incumbent upon everyone to help encourage more women into the sector.

Checklist of how to recruit
women into the industry
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Work with local schools and TAFEs to promote the job
opportunities in your business and clearly specify that
you are encouraging women as well as men to apply.
Be careful with your language in raising awareness and in
your recruitment messaging – the industry has a tendency
to use male terms without realising it. Be specific that both
men and women are encouraged to apply.
If using images in promoting your business, including in
recruitment, make sure that there are both men and women
in the image.
Think about how you are advertising vacancies in your
business are you automatically using traditional methods
that may not be noticed by women? Think of broadening
the reach of your advertising.
Ensure that anyone on the recruitment panel – including
yourself - has been trained to recognise stereo typing
and unconscious bias.
If a women is applying for a role, provide her the opportunity
to talk to another woman who works in the business so she
can understand the culture of the organisation from a female
perspective.
Obtain feedback from female applicants after the recruitment
process and use this to learn for future recruitment.
Offer an induction program and a buddy system to assist the
recruit in the early stages of employment.
Consider implementing recruitment and/or employment
targets. As a first step you could establish a target for
the number of women you interview for a role.

It’s not about gender.
It’s about getting
the job done.
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How to manage
stereotyping and
unconscious bias
It is very important that anyone conducting recruitment
avoids stereo typing and unconscious bias. Tips to avoid
this include:
• Checking all documentation including role descriptions and
advertising to ensure it is not male-orientated in its language.
• Talk to those on the recruitment panel before the process starts.
Gain an understanding of their perception of women in the workplace
and if it’s negative then can you change that perception and if not
should they be involved in the process at all?
• Can you include a woman on the recruitment panel?
• Make sure each candidate interview is the same in terms of
process and questions to ensure you are comparing like with like.
Using a score card system through the interview can be useful.
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Vonette
Mead
Director, Systems Manager,
Mead Con, Tasmania

Brett Thomson

Vonette Mead is the Director and Systems
Manager at Tasmanian construction company,
Mead Con. The company currently employs over
50 staff.

Operations Manager,
NSW Apartments and
Commercial Projects
Mirvac, NSW

The company is focussed on employing and
training apprentices, and Vonette considers
the skills Iearned throughout the apprenticeship
program is one of the most effective pathways
to future full-time employment.
Mead Con also participates in a program that
helps high school students become “work ready”
by teaching them about how to write resumes
and improving other core competencies and
skills, including effective interview techniques.
The company’s program is not limited to finding
work in the construction industry but is designed
to assist all students at local schools.
Vonette feels that the current low numbers
of women in the construction industry in
Tasmania can be addressed by providing
better information on what a career in the
industry offers.
“Young People need to identify what they
are interested in,” she said, referencing that
many high school students, particularly women,
are not aware of how they could apply their
passions and talents to the construction sector.
Additionally, she said that more females on work
sites would create a new culture that changes
the mindset of male workers - particularly older
ones – toward women in construction. Such
a cultural shift would make it easier for more
women to enter the industry.
Vonette lists the opportunities to be creative,
to be hands on, physically active and to work
in the outdoors as the best things about working
in construction. Despite the current low numbers
of women in the industry, Vonette believes the
future is bright for women in construction
She said, “there are many opportunities for
capable and motivated female apprentices.
Pathways beyond apprenticeships are diverse
- they can go anywhere – it’s an exciting career.”

She said, “there are more opportunities for
a good female apprentice than a male one.
Female apprentices can go anywhere, and
it is exciting.”

Brett Thomson, Operations Manager for
NSW Apartments and Commercial Projects
at Mirvac, has been in the construction
industry since 1993 and has a bachelor’s
degree in construction management from
the University of Technology, Sydney.
Brett has identified four areas where he
thinks can make a difference for women,
they include, targeting the right people for
the right jobs, providing an inclusive culture,
flexibility at the workplace and proper
support networks within companies.
On the issue of flexibility, Mirvac has come
up with two programs, Building Balance
and My Simple Thing.
Building Balance, which launched in June
2016, is a program aimed at changing
attitudes on work-life balance, with an
emphasis on improving flexibility in the
workplace.
My Simple Thing is an initiative within
Building Balance that asks employees
to list something that could be done to
improve work-life quality at Mirvac.
These two programs have helped the
various teams within the company
self-regulate flexible working hours.
Brett believes that for people thinking
about joining the industry, men and
women included, they need to think
about what particular area of the
sector they want to be in.
He said the construction industry is very
broad, “there are many different aspects
to construction that you can start with.”
A point Brett was keen to make was that
construction more than just “being on
the tools.”
He believes a way to address this old
fashioned stereotype is by improving
awareness of what a career in construction
entails, especially for women.
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How you can change the
culture in your workplace
One of the biggest complaints from women about not wanting to work in the building and construction
industry is the “blokey culture” which has been established simply because of the dominance of men
working in the industry. But if the industry wants to attract more women to meet workforce needs then
that culture has to change.
Below are some tips on how to change the culture of the workplace so that women feel more accepted
and comfortable in the workplace.

LEAD FROM THE TOP – the behaviour of the boss is one of the biggest influences on workplace culture.
Check your language, how you might stereotype others and check what systems you have in place – do
you have behaviour guidelines, complaints process and mentoring systems?

EXPLAIN to your staff why change is being made and why you are actively recruiting women. Change is
difficult for anyone and it is important that existing staff are made aware of any changes you are making
at the workplace to accommodate more female workers and why you are actively encouraging women
in the workplace. You need to try and get them to embrace change and those who are accepting of
change to assist you in that process.

IMPLEMENT BEHAVIOUR GUIDELINES - This doesn’t have to be a wordy legal document. It might
simply specify a few practical do’s and don’ts around the worksite. Is swearing acceptable - if so what
words can be used and not used? Ban inappropriate pictures in the break room and use of sexist jokes.
Specify the rules around the condition and use of unisex toilets if you are not providing female toilets.

UNIFORMS - If you are providing uniforms and protective clothing make sure it is female friendly.
There are now a number of clothing companies providing clothing designed for women including
hi-vis maternity wear.

EQUIPMENT & FACILITIES - Ensure that equipment and facilities are suited for women so that the
physical working environment caters for both men and women.

UNDERTAKE SURVEYS from staff and seek feedback to get a better understanding of how things are
working on a day to day basis. Assess and then implement any changes that might be required.

PUT A BUDDY SYSTEM IN PLACE for female workers. The buddy doesn’t have to be another female but
could be a male worker willing to assist changing workplace culture.

ZERO TOLERANCE - Promote and display zero tolerance for sexual harassment, bullying and discrimination.
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Brett Johnston
Director and General Manager
Paynter Dixon
Brett Johnston is a Director and General Manager of the Queensland-based construction
company, Paynter Dixon.
Paynter Dixon runs a building cadet program, and their current cadets come from a variety of
backgrounds including electrical, architecture and surveying. On average, the cadets spent one
to one and a half days at university while working with the company. Again, Brett’s focus is on ensuring
the cadets are exposed to all facets of the business. One cadet at the moment, Gracie, is an architecture
student and the program has given her critical on-the-job experience. In addition to working with their
architecture team, she has spent time on site and most recently in the contract administration team
where she is learning about the importance of accurate documentation.
Most of the young people who have worked with Paynter Dixon have come to the company through
word of mouth. Brett believes the industry has come a long way over the last 15 to 20 years, but it
needs to do more to help explain to young people what types of careers can be pursued in the industry.
He believes there is a gender disparity in the sector, particularly women with young families, however,
if a company offers the right support such a flexible working hours, this should start to improve. He said,
“a company needs to remain commercial and operational, but it is important also to be flexible and
look at a person’s role in the business and how they can be incorporated and encouraged to stay”.
When asked why someone should pursue a career in the industry he said, “the beauty about this job
is that not one day is the same, we are always learning new things and being exposed to new challenges.
Being able to say that you’ve designed or built something is very rewarding.”

Nick Abley
South Australian State Manager
Badge Group
Nick Abley is the South Australian State Manager for the Badge Group, one of Australia’s largest
privately owned construction companies. In his role, Nick manages over 80 staff and about $190
million in annual turnover.
In South Australia, the company has a scholarship program with UniSA worth $10,000 for a student
undertaking a construction management degree. Badge also does its part to help women in
construction by supporting the National Association for Women in Construction (NAWIC).
Nick strongly believes that to help break down the stereotype of construction being seen as a male
dominated industry, much more work needs to be done to improve school based education and
career advice.
Specifically, he believes education ought to be designed to get more women in the industry by
showing students that construction is something that can offer many career opportunities and
also that the sector can be a great place to work.
In general Nick finds many things that would be attractive to young people wanting to work in
construction, male and female.
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Employer Support
Recruitment Assistance
There are a number of government employment service providers
Australian businesses can use to help with recruitment:
jobactive is the Australian Government’s employment services system.
As an employer, you can use a jobactive provider for tailored recruitment
services at no cost to you. Providers will work with you to:
•
•
•
•
•
•

identify your recruitment needs and define job roles
ensure tailored screening and selection is carried out prior to referring
candidates for interview
arrange targeted training or work related items such as clothing, equipment
and transport either before or once a job seeker starts in a job.
support the trial of job seekers through internship and work experience
opportunities
support, such as mentoring, while new employees settle in
access financial incentives when you recruit and retain an
eligible job seeker.

For more information go to www.jobactive.gov.au or call the
Employer Hotline on 13 17 15.
Transition to Work providers focus on providing intensive employment services
to youth (aged 15-21). Providers support young people to understand what
is expected in the workplace and how to develop the skills, attitudes and
behaviours expected by employers. Providers will work with you in a similar
way to jobactive.
More information on Transition to Work can be found at
www.employment.gov.au/transition-work.
Disability Employment Services (DES) helps people with disability find and keep
a job. DES providers are experienced in supporting job seekers with disability
and helping businesses to put in place practices that support the employee
in the workplace.
DES providers can offer your organisation advice on promoting job vacancies,
shortlisting candidates and interviewing people with disability. They can also
provide guidance on disability awareness in the workplace, available financial
support, flexible workplace arrangements and disability legislation.
JobAccess (www.jobaccess.gov.au) is the national hub for workplace and
employment information for people with disability, employers and service
providers.

The Australian Apprenticeship Support Network (Apprenticeship Network)
can assist you with your recruitment, training and retention of apprentices,
and better support individuals to succeed in the proven earning and
learning pathway apprenticeships provide.
There are 11 Apprenticeship Network providers delivering support services
nationally. Apprenticeship Network providers will provide advice and support
services tailored to your needs throughout the apprenticeship lifecycle from
pre-commencement to completion.
For more information go to www.australianapprenticeships.gov.au/ or
call the Australian Apprenticeships referral line on 13 38 73.
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Trialling Job Seekers
PaTH prepares job seekers for the workplace by combining
employability skills training and internship opportunities.

Employability Skills Training
Employability Skills Training (EST) will help improve your chances
of finding young employees (15-24 years) with the right skills by
ensuring young job seekers have the basic employability skills that
Australian businesses need (such as presentation, communication
and teamwork, as well as industry specific skills where available).
EST courses will:
•
•
•

focus on work skills to help job seekers meet your
expectations in the workplace
focus on career development strategies to improve job
seekers’ understanding of the recruitment process
provide job seekers with opportunities to experience
different workplaces through Industry Awareness
Experiences prior to commencing employment.

PaTH Internships
Employers, employment services providers and job seekers
(17-24 years) work together to design internship placements
which can run for an agreed period of between 30-50 hours
per fortnight over 4-12 weeks.
By taking on an intern, you:
•
•
•

benefit from the opportunity to see what a young person
can do in the workplace and how they fit into your team
receive an upfront payment of $1,000 to contribute to
the costs of hosting an intern, and
may be eligible for a youth bonus wage subsidy of up
to $10,000.

This initiative commences in April 2017 and is applicable to
job seekers who have been in receipt of employment services
for six months or more.
Visit www.employment.gov.au/youth-jobs-path for more
information or to register your interest.

NWEP

The National Work Experience Programme (NWEP) places job
ready job seekers (18 years or over) in work experience placements
where they can build confidence and gain valuable experience
while demonstrating how their skills can be an asset to your business.
Like PaTH, this is a way for employers to trial job seekers before
committing to ongoing employment.
NWEP placements are limited to 50 hours per fortnight for up
to four weeks in duration.
More information can be found at www.employment.gov.au/
national-work-experience-programme.
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Help Covering New Starter Costs
Wage Subsidies

A wage subsidy is a financial incentive of up to $10,000 (GST
inclusive) that is available to qualifying employers who recruit
and retain eligible job seekers.
The job can be full time or part time and needs to be ongoing
for an average of 20 hours per week over the six month agreement.
It also needs to meet the employment standards for the position.
Apprenticeships and traineeships are also eligible for wage subsidies.
For more information go to employment.gov.au/wage-subsidies.

Australian Apprenticeships
Incentives Programme

The Australian Apprenticeships Incentives Programme provides a
number of incentives to assist employers who take on an Australian
Apprentice, particularly where the Australian Apprenticeship is in a
trade experiencing a skills shortage.
Detailed information is available at www.australianapprenticeships.
gov.au/publications/summary-australian-government-australianapprenticeships-incentives-programme.

Do you have a vacancy?
Employment services providers help you find the right staff to fit your business, at no cost to you.
Your local employment services provider does this by recommending a shortlist of screened,
job-ready candidates while offering professional end-to-end recruitment services across all
industries.

Try following these simple steps to streamline your next recruitment activity

01

Contact your local employment services provider.
To find a provider visit: jobactive.gov.au

02

Talk to them about what sort of person you are looking for.
Outline both the technical skills and employability skills - remember, the more a
provider knows about the job you have on offer and the type of person you’d like
to hire, the better equipped thy are to find the right person for you.
Providers can also help if you require candidates to have industry specific licences,
tickets or equipment.

03

Your employment services provider will screen and refer a shortlist of suitable candidates.
They will also let you know if any candidates are eligible for a wage subsidy.

04

You will have the opportunity to:
• review the resumes of candidates referred to you by the employment services provider
• interview your shortlist of candidates.

05

Would you like to trial a candidate?
Your employment services provider can discuss internship and work experience
opportunities for you to consider before committing to ongoing employment.

06

Your provider will assist you to set up wage subsidy agreements and continue
to provide support to you and your new recruit to make sure everything runs smoothly.
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Melanie Fasham
Managing Director
Fasham
Melanie Fasham is Managing Director of residential building company Fasham, founded by her
father some 45 years ago. Melanie is also President of the MBA of Victoria, the first woman to
hold this office.
When reflecting upon her education choices as a young student, Melanie notes that pursuing a
career in building and construction was never discussed at school, nor was it really even clear
what options were available had she been interested. With the benefit of hindsight, she says it
would have been great to have had a better understanding of the jobs available in the industry
and the pathways to get there.
In addition to running Fashams, in 2016, Melanie was appointed President of the MBA of Victoria
making her the first woman to hold the office. Melanie says the position has been a fantastic
opportunity. With more than 50 per cent of the staff at the organisation in Victoria being female,
she’s had a unique opportunity to discuss with different people their observations of women in
the industry.

“

Melanie believes that women
learn differently in the classroom
and they ask different questions.
Bringing different people and
skills to the industry will only
serve to improve the sector
overall which is exciting. She
looks forward to championing
greater female participation
well into the future.

“
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