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Diversity Council Australia is the only independent, not-for-profit
workplace diversity and inclusion advisor to business in
Australia.
We offer a unique knowledge bank of research, practice and expertise across diversity
dimensions developed over more than 30 years of operation. In partnership with our
500+ members, our mission is to:
i.
ii.
iii.

Lead debate on diversity in the public arena
Develop and promote the latest diversity research, thinking and practice
Deliver innovative diversity practice resources and services to enable our
members to drive business improvement.

Our research. DCA conducts two industry research projects per year. Other DCA gender
based research includes Cracking the Glass Cultural Ceiling, Engaging Men on Gender
Equality, Capitalising on Culture and Gender in ASX Leadership, Older Women Matter,
and Men Get Flexible!

RESEARCH BACKGROUND
Why this research?
•

Despite advances in lifting pay for women in Australia, the gender pay gap has
remained relatively flat over the last 20 years (fluctuating between 14-19% for
full-time average weekly earnings).

•

Australia is not alone – the World Economic Forum estimates at current rates it
would take another 217 years to close the global gap between men and
women.

•

Much focus dedicated to increasing awareness of gender pay inequity.
However, there is relatively little evidence developed on what factors are driving
the gap. Without understanding why and where there is a gap we cannot
fully close it.

RESEARCH BACKGROUND
Factors leading to the gender pay gap?
Women are paid less because they ‘choose’ to work part-time
Reality: Often it is not much of a choice to choose part-time work if the gender pay
gap means a male partner is usually paid more.
Women are paid less because the ‘choose’ lower-paying jobs
Reality: Research shows that when large numbers of women start to work in an
industry, they all get paid less.
Women don’t have the same levels of education as men
Reality: Women are reaching higher levels of educational attainment compared to
men.

RESEARCH BACKGROUND
Factors leading to the gender pay gap?
The pay gap figure is bogus because it does not reflect ‘like-for-like’ pay
gaps for employees in the same or comparable roles
Reality: WGEA data shows that even in their first year in the workforce, male
graduates earn more than female graduates entering in the same role.
Women don’t negotiate for better pay so it is their fault if they are paid less
Reality: Women do ask for raises – they just do not received them at the same rate
as men, and face penalisation when they do.
The pay gap reflects choices women make, not discrimination
Reality: DCA’s research shows sex discrimination continues to be the single largest
factor contributing to the gender pay gap.

RESEARCH BACKGROUND
Dispelling the myths: What factors actually contribute to the
gender pay gap in Australia, and how have they changed over
time?

To answer this:

• DCA partnered with KPMG in 2009 to develop a more rigorous evidence base
around the structural factors contributing to the gender pay gap in Australia.
Findings showed sex discrimination (35%) and occupation segregation (18%)
as the largest contributing factors to the gender pay gap.
• In 2016, DCA partnered with KPMG and Workplace Gender Equality Agency to
produce the second iteration of the research, titled She’s Price(d)less. This
second iteration allowed us to track changes to contributing factors.

METHODOLOGY
KPMG’s economic modelling team undertook methodology of the research. For in
depth methodological details see the She’s Price(d)less full report, available on DCA’s
website.
DATA SOURCE: Wave 14 (2014) of the Household Income and Labour Dynamics in Australia
(HILDA) Survey data, an annually collected, longitudinal dataset. Collects information on an
individual’s labour force and social characteristics, including:
•

Family composition, childcare and caring responsibilities, financial responsibility for
children, employment history and status, reasons behind flexibility arrangements, employer
size and industry, and educational history. Also collects data on labour force status and
financial support from other parent.

SAMPLE: Wave 14 had over 9500 households sampled, resulting in participation of over
23,000 individuals. Data analysed included all potential employees, i.e. people of working age.
DATA ANALYSIS: Heckman’s 2 two-step estimator approach.

FINDINGS
HILDA data shows at the time of
data collection, on average:
Women earned $29.07 per hour
Men earned $31.48 per hour
=
An hourly wage gap of 7.7%
($2.41 gap per hour)
This is an increase of 2.1%
from the 2009 study

FINDINGS
Factor

2009 study (2007 data)

2016 study (2014 data)

% of effect

Absolute
equivalent

% of effect

Absolute
equivalent

Sex discrimination

35%

$0.45

38%

$0.88

Years not working (interruptions)

9%

$0.12

21%

$0.48

Industry segregation index (male/total)

10%

$0.13

19%

$0.45

Occupational segregation (male/total)

18%

$0.23

11%

$0.24

Age (years)

8%

$0.10

6%

$0.14

Share in part time employment

14%

$0.18

4%

$0.08

Tenure with current employer (years)

3%

$0.04

1%

$0.03

Share working in government or NGOs

3%

$0.04

0.4%

$0.01

TOTAL

$1.29 ($1.70 in 2016 dollars)

$2.32 ($2.41 in 2016
dollars)

PRACTICAL IMPLICATIONS
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THE NEXT ITERATION
DCA and KPMG will conduct another iteration of the research in 2019 to track
contributing factors to the pay gap if changes have been made. This next iteration
will:
• Use Wave 16 of the HILDA data set
• Focus on looking at changes that would need to take place in order decrease in
the economy wide gender pay gap.

