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The Australian construction industry is one of the largest employers in the country, accounting for approximately 
9.2% of the national workforce and employing 1.35 million people. Despite this scale, women remain significantly 
underrepresented, comprising only 13% of the overall workforce and approximately 3% of trade-based roles.

At the same time, the industry faces a severe and growing labor shortage, with projections indicating a shortfall of 
up to 300,000 workers by 2027. While participation by women has increased over the past decade across both 
professional and trade roles, the pace of change is insufficient to meet workforce demand.

Increasing women’s participation is therefore not only a matter of equity, but a critical workforce and economic 
imperative.

Industry Context and Imperative

9.2% workforce 1.35M jobs 13% women

3% trades 300,000 shortages
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Evidence from across Australia demonstrates that meaningful progress is achieved through coordinated, 
system-level interventions rather than isolated initiatives. These efforts span attraction, recruitment, retention, 
and advancement.

What Is Working: System - Level Approach

initiatives are 
increasingly tied to 
procurement and policy 
levers. For example, 
Victoria’s Building 
Equality Policy embeds 
gender participation 
targets into publicly 
funded construction 
projects, while New 
South Wales has 
implemented pilot 
project quotas to 
increase women’s 
participation in trades 
and non-traditional 
roles.

strategies focus on 
improving workplace 
culture and conditions. 
The Construction 
Industry Culture 
Taskforce (CICT) 
Culture Standard 
introduces limits on 
working hours, 
promotes flexible work 
arrangements, and 
emphasizes inclusion 
and wellbeing as core 
elements of project 
delivery.

initiatives aim to 
support long-term 
career progression. 
Programs such as the 
Australian Pipelines and 
Gas Association (APGA) 
Women’s Leadership 
Development Program, 
which reports a 90% 
increase in participant 
confidence, along with 
scholarships and 
leadership pathways 
supported by NAWIC 
and government 
partnerships, are 
helping women move 
into leadership roles.

Attraction Recruitment Retention Advancement

efforts focus on 
changing perceptions 
and building early 
awareness of 
construction careers. 
Campaigns such as ‘She 
Built It’ and programs 
like NexGen, which has 
engaged over 10,000 
young people, are 
helping expand the 
future talent pipeline.

Several large-scale initiatives demonstrate that measurable progress is achievable when efforts are structured, 
funded, and enforced.

High - Impact Initiatives

Victoria’s Building Equality Policy applies to publicly funded construction projects valued over $20 
million. It establishes minimum participation targets, including 3% for trade roles and up to 35% for 
management and supervisory positions, and requires contractors to implement Gender Equality Action Plans. 
These requirements are embedded in procurement processes, ensuring accountability and compliance.

The New South Wales Women in Construction Program represents a comprehensive, multi-faceted 
approach. With $5.9 million invested across 34 initiatives, the program has supported pilot projects achieving 
approximately 4% participation in trades and 6.3% in non-traditional roles. The program also includes the 
placement of 19 employment officers within projects to support recruitment and retention, as well as ongoing 
industry surveys to inform policy and program development.

The Construction Industry Culture Standard, developed through collaboration between industry and 
government, addresses systemic cultural barriers. By limiting working hours, promoting flexibility, and 
emphasizing respectful workplaces, the standard has demonstrated positive outcomes with minimal additional 
cost, making it a scalable model for broader adoption.



Targeted programs are also playing a critical role in improving both entry into and retention within the 
construction workforce.

Programs Supporting Entry and Retention

Build Like a Girl has mentored over 550 women, placed more than 137 into full-time roles, and achieved 
an 87% retention rate. Its model combines pre-apprenticeship training, mentoring, and direct engagement 
with employers to address both skills and cultural barriers.

The Civil Contractors Federation (Victoria) Pathways Program has achieved an 86% job 
placement rate, while also significantly improving participants’ confidence and readiness to enter a 
traditionally male-dominated sector.

NexGen focuses on early pipeline development, connecting young people with real-world construction 
experiences and career pathways. With more than 150 ambassadors and over 10,000 participants engaged, 
the program is helping reshape perceptions of the industry.

NAWIC’s research and programmatic work provides critical support infrastructure for women in 
construction. With over 16000 members, NAWIC delivers mentoring, advocacy, and research, including 
studies on parental leave and workplace culture. Its microaggressions research highlights persistent 
challenges, with 88% of women reporting such experiences and 63% indicating no improvement after 
reporting incidents.

Build Like a Girl 
87% retention rate

The Civil Contractors Federation 
(Victoria) Pathways Program 
86% job placement rate

NexGen 10k+ 
participants engaged

NAWIC 
16000 members

Key barriers include lack of work-life balance, lack of flexibility, and unequal pay. These are structural issues 
affecting the broader workforce.

Key Insights from Industry Data

These findings reinforce that improving conditions for women is not a niche or isolated objective, but a

broader workforce design challenge that impacts productivity, retention, and industry sustainability.

59%

48%
44%

Work-life balance Flexibility Pay inequality



Key actions include setting targets, redesigning work, investing in pathways, building leadership pipelines, and 
measuring progress.

Implications for Industry Leaders

Targets

Establishing clear 
participation targets 
tied to procurement 
and leadership 
accountability

Flexibility 

Redesigning work to 
support flexibility, 
reasonable hours, 
and inclusive site 
conditions

Pathways 

Investing in entry, 
re-entry, and mid-
career pathways

Leadership 

Building structured 
leadership pipelines 
for women

Measurement 

Measuring and 
publicly reporting 
progress

Taken together, these actions represent a shift from isolated initiatives to systemic change. 
Increasing women’s participation is essential to addressing the construction industry’s 
workforce challenges and ensuring its long-term sustainability. 
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