
  Chapter X 
fveqvefvwvcwc  

cdewcewcweqcqe 

How to Attract, Recruit and  
Retain Women in the Australian  
Automotive Industry

WinA is a proud initiative of



 
 

Introduction
Women in Automotive (WinA) is thrilled to 

provide this written resource on how to attract, 

recruit and retain women in the automotive 

industry. So often we have heard “we would 

love to employ more women, but they just don’t 

apply for the roles” or  “I would like to employ 

more women, but I just don’t know where to 

start”. Well WinA has listened and done the 

heavy lifting for you. This very practical and 

easy to read handbook will explain how your 

business can access and retain the very best 

female talent available.

Each chapter steps you through a different 

part of the process – from why your businesses 

should care about raising female participation 

rates and what the gender imbalance means 

for your bottom line. It covers off on things like 

‘unconscious bias’ (we all have it!), its limiting 

effect on business and ways to minimise it. It 

also addresses how to get women to apply for 

your advertised position. It’s actually easier 

than you might think! Tips for the recruitment 

process are also touched on, including the 

screening process, and available (mostly free) 

tools to help you along the way. 

Finally this resource discusses important 

retention strategies – how do you ensure 

females don’t leave your business after  

the effort involved in their recruitment?        

We hope you find this guide useful and its 

pages inspire you to think differently about  

why raising female participation in the 

automotive industry is not only the right  

thing to do, but also the smart thing to do.

The WinA team

About WinA

WinA  was established in 1999 by the Victorian 

Automobile Chamber of Commerce (VACC) to 

support, empower and attract women to the 

automotive industry. 20 years on and now with 

a national footprint, WinA continues to support 

its members: from apprentices, techs, service 

managers, administrative staff, workshop 

owners, sales consultants and chief executives 

via a range of events, resources and industry 

opportunities. www.womeninautomotive.com.au
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Chapter 1 
Examining Gender Imbalance  
in the Automotive Workforce 

Automotive remains  
consistently male 

The car retailing industry workforce is 

dominated by men. In Australia, according 

to 2018 workforce data from the Workplace 

Gender Equality Agency (WGEA), 77% of the 

automotive workforce is male. This contrasts 

with the average Australian business, where 

women are more equally represented (50% 

women, 50% men) (WGEA, 2018).  These 

statistics have shown barely any change  

over the past five years.

(Note: The WGEA is a statutory authority that 
collects gender workforce statistics from all private 
organisations employing more than 100 people.)

 

Where do you find women  
in automotive? 

Women in the automotive industry are found 

in roles traditionally occupied by women, such 

as receptionist, human resources, marketing, 

administration and finance. According to 

WGEA (2018),  women comprise 70% of the 

administration and clerical workforce in 

the automotive industry. There are very 

few women in the workshop. Only 3.3% of 

automotive technicians are female. 

Very few women are represented in  

front-line sales roles. One original equipment 

manufacturer reports that only 10% of its 

network’s sales consultants are women. 

Few women hold the top job in leadership 

positions in Australia,  with only 5% of CEOs 

being women.   But there are more  

women around the board room table,  

with  females representing 28% of  

board members. 

VIDEO | Michael Beamish, Director, DriveCo, discussing  

how women are capable of any role in automotive.  

 CLICK HERE TO VIEW 
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Examining Gender Imbalance  
in the Automotive Workforce 

Why aren’t women better  
represented in the  
automotive industry? 

There are two factors holding back women: 

women overlooking a career in automotive  

and the industry overlooking women. 

WOMEN OVERLOOKING THE  

AUTOMOTIVE INDUSTRY

The work environment and lack of work/life 

balance rank among the top reasons that 

women avoid careers in automotive  

(Deloitte, 2018).  

Women’s perspective 

1. Lack of balance 

 + Combining early starts, late finishes and the 

weekend work demanded by the industry 

with family life, other commitments and 

interests makes it hard for women  

(and many men). 

 + Many leaders can confuse presenteeism with 

productivity. Just because an employee is 

sitting at their desk does not mean they are 

productive. The converse is also true. Simply 

because an employee is not working from the 

office or dealership does not mean they’re 

‘not working’. 

2. Unattractive work environment 

 + Women perceive the work environment  

as blokey, with few female role models  

to aspire to. When women don’t  

see other women in the workplace  

they take this as a cue that women  

don’t belong.  

 + A lack of career advancement 

opportunities, perceived calibre  

of people working in the industry,  

and lower pay all contribute, too  

(Deloitte, 2018). 
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Chapter 1 
Examining Gender Imbalance  
in the Automotive Workforce

Top reasons 
women avoid 
careers in 
automotive
Issues related to work  
environment and  
work-life balace rank  
among the top reasons.

 

What are the top issues that would cause  
someone to avoid considering a career in  
the automotive industry? 

UNATTRACTIVE  
ENVIRONMENT  
FOR WOMEN

LACK OF  
WORK-LIFE  
BALANCE

LACK OF  
FLEXIBLE 
SCHEDULE

LACK OF  
ADVANCEMENT  
OPPORTUNITIES

PERCEIVED  
CALIBER OF  
PEOPLE

65%

59%

46%

39%

35%

In 2015, 89%  
of respondents  
listed lack of  
work-life  
balance as  
the top reason  
to avoid  
considering  
a career in the 
automotive  
industry.

(Deloitte, 2018)
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THE INDUSTRY OVERLOOKING WOMEN 

Barriers to gender equality include tradition, 

fear of sexual harassment litigation, perceived 

lack of qualified candidates, the effort required 

to make workplaces more attractive to women 

and bias. 

Bias is the top reason why women who are 

interested in a career in automotive are  

often overlooked.  

What is bias? Bias is the stereotypes or mental 

shortcuts our brains take to make sense of 

the world. As our brain is bombarded with 

information it makes quick judgements to deal 

with the overload. When faced with difference 

– for example, a female auto mechanic – we 

are challenged. We’re familiar with male 

mechanics. Our brain reacts by coming up 

with all the reasons why a female mechanic 

wouldn’t be the right fit. 

Bias plays a harmful role in many day-to-

day business processes such as recruitment, 

promotion, pay, communication and 

treatment of others. 

These are examples of bias against  

women in automotive. 

 + If I employ a woman, what happens  

when she becomes pregnant? 

 + A woman with children will need to  

take too many sick days off work. 

 + Women are not equally capable/strong 

enough to do the job. 

 + Women require special treatment;  

we don’t have time for that. 

 + Women lead to sexual harassment claims. 

In chapter 4 we explore more around 
bias and how to mitigate bias in people 
processes at work.

“ By promoting flexibility in our job postings, we’ve  
found a 50% increase in the number of applicants.”

  Sharon Pask , CFO, Driveco

Chapter 1
Examining Gender Imbalance  
in the Automotive Workforce 

Why work flexibly?  

Flexible working is increasingly recognised as a 

valuable way to attract and retain employees across 

all age groups and genders. It drives employee 

engagement and productivity as well as boosting 

employee wellbeing and happiness. Access to 

flexible working is clearly linked to: 

 + improved organisational productivity 

 + an enhanced ability to attract and  

retain employees 

 + improved employee wellbeing  

 + an increased proportion of women  

in leadership 

 + future-proofing the workplace. 

(WGEA, 2019)

Check out this link for more information:  
www.wgea.gov.au/topics/workplace-flexibility/
why-work-flexibly
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Chapter 2
The True Cost of Gender Balance –  
the Business Case for Gender Equality 

Attracting and retaining women is not  

the right thing to do. Attracting and  

retaining women is the ONLY thing to  

do for businesses that want to succeed.

Gender-balanced companies are more 

innovative, profitable, customer-oriented and 

attractive places to work.

In fact, the global consulting group McKinsey 

calculated that gender-diverse management 

teams improve financial returns above 

industry norms by a whooping 21%.

That’s big. But when you consider how diverse 

and inclusive companies drive profitability it 

starts to add up.

Diverse and inclusive companies 
give better customer service

According to the Diversity Council of Australia 

(2019), inclusive teams offer five times better 

customer service.

When a customer interacts with your business, 

they seek visible cues to determine if they ‘fit 

in’. In other words, do they feel they belong or 

are they left feeling excluded?

A customer who feels excluded isn’t good  

for business. It’s likely they will decide to  

shop elsewhere and worse, tell others about 

their experience. 

Women are a major customer when it comes  

to automotive. 

Women influence more than 85% of car 

purchase decisions and own 45% of new  

cars (Cars Guide, 2018). 

Yet when a woman enters a dealership or 

workshop, one of the first things she notices is 

the hyper-masculine environment. The lack of 

women can make female customers uneasy. In 

fact, in Australia, 59% of women report that the 

car-buying experience in a dealership is either 

‘average’ or ‘terrible’ (Marketing Mag, 2017).

Creating a more gender-balanced  

workforce can help reassure many of  

your female customers that they do  

belong in your business.

The added benefit of creating a more 

gender-balanced workforce is that you  

bring a broader and deeper range of 

backgrounds, experiences and skills  

to bear. 

This results in a team that, collectively,  

has a better understanding of customers 

and how to treat them.

A workforce that mirrors its customer base  

is able to better serve those customers.

VIDEO | Howard Bould, Director, DriveCo, why gender  

diversity makes business sense.  CLICK HERE TO VIEW 8
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Employee engagement

According to Gallup (2017) disengaged 

employees are costing Australian and  

New Zealand businesses $70 billion annually.

Creating an engaged workforce is  

important for organisational health. 

Engaged employees are more productive 

and more likely to stay with your company.  

All of which are drivers of profitability.

When a workforce feels included they  

feel more engaged. 

Inclusion and engagement are  

inextricably linked.

When employees feel included, they  

report that ‘my opinions seem to count’  

and ‘someone cares about me as a person’. 

These are also key drivers of employee 

engagement.

Innovation 

Innovation and creative problem solving 

doesn’t come from sitting with a group of 

people who support and confirm each  

other’s thinking.

Sadly, this is what we end up doing – seeking 

out others who think like us and are more likely 

to support our ideas, regardless of how good 

they are. This is high risk. In fact, there’s a  

30% chance (Deloitte b, 2018) that the idea 

you’re wedded to is the wrong one! 

Instead, we should purposely seek out the 

opinions of others who are different to us. 

Those from different backgrounds, with 

different experiences or those who just simply 

think differently to us. If we thoughtfully 

consider these different perspectives,  

we can increase creativity and enhance 

innovation by 20% (Deloitte b, 2018).

What’s more, according to Deloitte’s research, 

the implementation of such decisions is better 

executed because of the buy-in and trust 

developed at the outset.

Access to talent

Diverse and inclusive companies are more 

profitable because they understand talent is 

valuable and scarce. They also do a better job 

of finding talent.

Your best employees are highly valuable 

because they are more productive. According 

to McKinsey (2017), superior talent can be  

up to eight times more productive for more 

complex roles.

The bad news is that talent is scarce. 

But if you can recognise talent isn’t gendered 

– that men and women are equally talented – 

you then find yourself not fishing for talent  

in a pond, but in an ocean, faced with the 

fortunate advantage of finding talent where 

ever it resides.

Naturally you’ll expect talent to be  

equally found in a man or a woman. 

Talent doesn’t come from one demographic;  

it comes from every demographic.
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Such lawsuits can be costly and hostile. If made 

public, the organisation can be condemned by 

the media and the public for the hypocrisy of 

its diversity and inclusion initiative, leading  

to severe reputation damage. 

This also extends to corporate sponsorship 

and suppliers. When third parties are publicly 

shamed for their disregard for diversity  

and inclusion, this reflects very poorly on  

those corporations that have financially 

supported them.

Diverse and inclusive companies  

mitigate such risk.

There are countless examples where 

companies have exposed themselves to  

legal and/or reputation damage by not 

embracing diversity and inclusion in an 

authentic way.

Simply put, diversity and inclusion equal  

better business outcomes.

Company reputation and the law

There’s much to be gained by cultivating  

a diverse and inclusive business.

But choosing not to act will cost – the cost  

of legal and reputational damage.

It’s unlawful to discriminate on the basis of 

race, colour, sex, national origin, religion, age, 

equal pay or disability. These laws have helped 

create more diverse workforces. But we know 

discrimination still exists, albeit in a more 

covert way. Gender-dominated industries  

and the lack of diversity in leadership roles  

are a direct consequence. 

It’s also unlawful to bully, harass or make 

unwanted sexual advances at work. 

Laws also address inclusion. If employees 

feel that their contributions are not as highly 

valued as those of the dominant demographic 

in the organisation and are passed over for 

promotion based on their gender, they can  

sue their employer for discrimination. 

Chapter 2
The True Cost of Gender Balance –  
the Business Case for Gender Equality 
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Sharon Pask, CFO of the DriveCo Group,  

is passionate about increasing gender 

diversity in the car retailing industry.  

She has been instrumental in improving  

the representation of women in her dealership 

groups. The statistics speak for themselves. 

DriveCo’s workforce is 40% women and women 

are in 35% of managerial roles. She is a strong 

industry advocate and board member of the 

Victorian Automobile Chamber of Commerce 

and Chair of Women in Automotive.

WHY START ON THIS JOURNEY?

After a career spanning more than 30 years 

in the automotive industry, Sharon has 

experienced first-hand feeling in the minority. 

“I love working in this industry, but as a female 

it’s been very hard to be recognised. I’ve 

wanted to make a career in this industry but 

feel I’ve had to work twice as hard as a man  

to be recognised. I want to change this for  

up-and-coming women in this industry. 

“I’m also appalled by the level of violence 

against women in our community. By turning 

our business into a workplace that embraces 

and respects women I feel like I’m contributing 

towards meaningful change.” 

“There has also been a business need. It 

doesn’t make business sense to effectively 

exclude women from our workforce. It leads to 

poor and costly hiring decisions, poor service 

levels, particularly to our female customers, 

and an overall poorer organisational culture. 

In combination, this meant we were unable to 

perform to our full potential.”

BIGGEST CHALLENGES?

“Admitting and overcoming our biases  

was the biggest issue. No one wants to 

believe they have biases, particularly 

against women. That makes you sound  

like you’re a bad person. But in reality,  

we all have biases. The issue isn’t that  

you have them. Rather it’s how you manage 

them so poor business decisions don’t result.

“Because biases are often unconscious, 

you’re not even aware of your own 

prejudices, stereotypes or assumptions.  

As a result, it’s required patience, persistence 

and courage to convince the leadership 

team we had to change.

“A turning point was the poor hiring 

outcomes we were experiencing. We knew 

if we could remove bias we could find 

better-quality hires. We used a recruitment 

tool to conduct blind screening to remove 

candidate demographics such as gender, 

age and race. Everyone got behind this idea 

and we conducted an internal study that 

showed a big, positive difference. 

Chapter 3
A Dealership In Profile – Leading  
The Way in Gender Diversity 

“ We reduced turnover by 23% in just eight  
months. We also calculated the money we saved;  
it was hundreds of thousands of dollars.”
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That hasn’t been our experience. Not 

everyone wants flexibility. Many don’t  

want it now but may want it sometime  

in the future. They appreciate that the  

door has been left open.”

“Over the past year we’ve been advertising 

roles as part-time or job share. We’ve been 

blown away by the response. The number of 

applications for roles has doubled, showing 

that women and men want workplace flexibility. 

Implementing this hasn’t been as hard as we 

thought. Being clear on role outcomes, having 

good communication and some small rostering 

changes have been all that was required. 

Managers are often concerned if workers will  

remain productive. If you’re clear on the 

outcomes you want, that’s not a problem. 

Other managers are concerned if you  

offer it for one, then everyone wants it.  

We reduced turnover by 23% in just eight 

months. We also calculated the money we 

saved; it was hundreds of thousands of dollars.” 

“The other result was more women got through 

the recruitment process. It confirmed our belief 

that women are just as capable as men. By 

removing gender, we were able to focus on the 

most capable candidate. It didn’t matter if they 

were male or female. We just wanted the best.”

HOW HAVE YOU MANAGED TO SIGNIFICANTLY 

INCREASE THE REPRESENTATION OF WOMEN 

IN YOUR WORKFORCE?

“As I mentioned we changed how we recruited 

and promoted people. We stopped looking 

at gender and focused purely on talent. In 

addition, we changed the language in our job 

posts. Previously they were more male coded. 

By carefully choosing language that is more 

gender neutral we are attracting more women, 

but also men to our job posts. We’re also proud 

of our desire to employ more women – we 

promote this. This in turn means more women 

want to come to work with us. It’s been  

very powerful.

Chapter 3
A Dealership In Profile – Leading  
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“ We reduced turnover by 23% in just eight  
months. We also calculated the money we saved;  
it was hundreds of thousands of dollars.”

“ Over the past year we’ve been advertising roles as 
part-time or job share. We’ve been blown away by 
the response. The number of applications for roles 
has doubled, showing that women and men want 
workplace flexibility.”
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full of men. We’ve aimed for 30% women.  

Only then can the ‘female’ voice be heard.  

It’s too hard for just one woman. But when  

you have a critical mass of women, then 

everything changes. Even the men in the group, 

the culture tends to be less blokey and more 

respectful to everyone, women and men. After 

employing three women in our workshop, the 

men talk about how much better the work 

environment is with women around.”

“Our leadership team is now so convinced 

that women are great salespeople, they now 

specially request women to fill upcoming 

vacant roles. We’ve also set gender targets to 

keep the team accountable. 

“We also have worked hard to support women 

in the dealership. We’ve set up monthly catch-

up meetings to encourage, develop and 

support each other. 

“In our experience it’s been very important to 

not employ just one woman into a department 

“ After employing three women in our workshop,  
the men talk about how much better the work  
environment is with women around.”

Chapter 3
A Dealership In Profile – Leading  
The Way in Gender Diversity 
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You’re biased. I’m biased.

If you’ve got a brain you’re biased.

We tend to think of bias as a bad thing.  

Well it can be, but not always.

What is unconscious bias?

Our brain automatically tells us that we  

are safe with people who look, think and  

act similar to us.

That’s a survival trick. Being suspicious of 

people who are different to us. This was useful 

hundreds of years ago, but we need to ask 

ourselves how useful is that today? 

The brain uses shortcuts to navigate an 

incredible amount of information, which  

leads us to make snap decisions about  

who we prefer and who we avoid.

These automatic preferences and  

prejudices are what we call ‘biases’.

Trouble is, biases are the number one 

contributor to sameness in thinking.  

In other words, we are naturally attracted  

to people who are similar to us, who  

think like us and act like us.

This creates an echo chamber, which 

prevents us from inviting and hearing 

difference. Unwittingly we block out  

different points of view.

This is reflected in the people we hire,  

those we allocate job assignments to,  

those we promote, how we pay or  

reward and those who we most believe  

and trust.

In effect, our preferences create an  

unfair playing field. And business pays  

a high penalty as a result.

“ Generalising women’s needs, 
even if it is through unconscious 
bias, is a mistake. There are 
some women who are looking  
for the power of a V8, others  
that prefer to err on the side  
of efficiency.”  
(Cars Guide.com.au)

VIDEO | Sharon Pask, GM and CFO,  

DriveCo, the problem with unconscious  

bias.  CLICK HERE TO VIEW 
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For more information about bias  
here’s two activities for you and  
your teams

1. Learn about bias for free through  

this online short course from Microsoft

2. Test your own bias via the Implicit 

Association Test

While we all have biases, the amount  

and type of bias will vary.

You can measure your bias using a  

free online tool called the Implicit  

Association Test (IAT) developed by  

Harvard University. 

Warning, the results can be sobering!
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Statistics from Harvard’s Implicit 
Association Test reveal the unconscious 
preferences of its participants.  
(Project Implicit, 2017). 

Among Web-based IAT Takers

64%  

prefer Straight over Gay People

68% 

prefer White over Black People

75% 

prefer Thin over Fat People

78% 

prefer Able-bodied over 

Disabled People

78% 

prefer Young over Old People
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4. Include a ‘next best alternative’ so you 

don’t feel ‘forced’ to make a decision.

5. Seek different perspectives, particularly  

a devil’s advocate, as others who  

think differently have different 

experiences. An article by CMS  

Strategic Automotive Advisors (2016), 

describes five techniques to get  

people talking about their opinions.

6. Allow individuals the opportunity  

to think independently (to avoid 

groupthink). One approach is the  

Delphi technique. When possible,  

it’s great to allow decision-makers  

to discuss their recommendations  

and rationale to avoid assumptions  

and allow for clarity.

7. Employ objective data to support 

decision-making, not gut instinct  

or the loudest or most convincing  

voice in the room.

In this guide we will be focusing on how to 

mitigate bias in the attraction, retention  

and engagement of employees.

Here are some simple techniques to  
help you ‘de-bias’ decision making

1. Imagine a positive contact with the group 

towards which you may have a bias. 

Research by Crisp, Stathi, Turner and Husnu 

(2008) has shown that simply visualising  

a particular situation can create the same 

behavioural and psychological effects  

as actually experiencing it. For example,  

in tests, individuals who imagined  

a strong woman later showed less  

gender stereotyping.

2. Pay particular attention to your choices 

when you are feeling tired, rushed or 

stressed, as these situations tend to 

activate our biases.

3. Consider three to five alternative  

options and evaluate each.

Overcoming bias

To overcome bias takes more than education.  

It requires work and effort.

Being aware of our bias can help. As can 

making sure we don’t jump to quick decisions 

and taking the time to consider and evaluate 

other options before deciding. Seeking input 

from others, especially those who are likely 

to bring new perspectives, even those who’ll 

disagree, will help increase the quality of  

a decision. 

Where possible, be smarter. Think about  

ways to redesign a process to help reduce  

or even remove bias. It’s about making  

better decisions, easier decisions. 

For example, making healthier food choices is 

as much about eating more nutritious foods 

as it is about making unhealthy food choices 

harder. Removing unhealthy food choices from 

your cupboards and not shopping on an empty 

stomach are ways to support a new approach 

to healthy eating.

Chapter 4
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8. Be clear on what you’re assessing  

and what a good job looks like or  

the outcomes to be achieved.

9. Avoid extrapolations (i.e. one bad  

answer or action shouldn’t cloud  

future judgement).

10. Embed accountability, KPIs, metrics.

11. Measure the impact of a decision 

(aftermath analysis) and reflect  

learnings in future work.

12. Understand what bias is and measure  

your own bias over time.

13. Automate key people processes  

that are bias-laden, for example  

resume screening. 
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Get more applicants by using inclusive 
language in job postings

Are job ads in the automotive retailing  

sector gendered? 

An analysis conducted in 2016 revealed 

that 50% of job posts for automotive sales 

consultants were male coded. (Bowyer, 2016)

The gendered language divide

We are surrounded by gendered language in 

a range of advertising and communications. 

Coke and Pepsi worked out that calorie-

conscious men associated ‘diet’ with female, 

which prompted them to launch arguably the 

same product but one that now speaks to men: 

‘Coke Zero’ and ‘Pepsi Max’. 

Think Gillette with its male shavers 

Mach3Turbo and M3Power Nitro, compared 

with its pastel-coloured varieties branded 

‘Venus’, ‘Daisy’ and ‘Gillette for Women’. 

What about when it comes to job adverts? We 

want to attract the best talent, right? Well the 

right language matters. We know that women 

are less likely to apply for jobs that are male-

labelled, and men are less likely to apply for 

jobs that are female-labelled. Research has 

shown that the more women inferred jobs to be 

male-dominated the less appealing they found 

them, despite reporting that they had the 

skills to do the job. People self-select into jobs 

based on preferences and where they feel they 

belong; job ads and job descriptions provide 

the information and behavioural cues.

Words that attract men and 
words that attract women

Gendered words include those reinforcing 

masculine stereotypes such as leader, 

competitive and dominant, compared with 

feminine-associated words such as support, 

understand and interpersonal. 

A study, ‘Evidence That Gendered  

Wording in Job Advertisements Exists  

and Sustains Gender Inequality’ (2011),  

from the Journal of Personality and  

Social Psychology, provides a list of  

98 gendered words, half that are  

masculine and half that are feminine.

Much like the author did in that study,  

we did our own small study. We used 

this list to measure the degree to which 

gender-coded words appeared in job 

advertisements on SEEK for car sales  

roles across South Australia and Victoria.  

In total 48 roles were analysed,  

representing car sales roles for new and 

used cars and including these brands: 

Mazda, Nissan, Kia, Hyundai, BMW, 

Mercedes-Benz, Holden, Audi, Chrysler, 

Dodge, Jeep, Volkswagen, Toyota,  

Ford and Bentley.

VIDEO | Howard Bould, Director, and Amanda Heveren,  

HR Manager, DriveCo, on attracting women to automotive.  
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What’s more, it’s free and simple –  

two words we all love to hear!

By improving the language and images  

used in job postings and job descriptions  

you stand a much better chance  

of attracting a larger and broader  

talent pool.

We know that otherwise qualified and 

suitable women are less likely to apply  

to job posts where they feel they are  

unlikely to fit in.

Offering flexibility attracts talent

Through your job posts, communicate 

your commitment to flexible working 

arrangements and describe your culture and 

other benefits. Closely match these to what 

you know about your ideal candidates. For 

example, DriveCo has found advertising car 

sales consultant roles as part-time rather 

than the usual full-time role has tripled 

the number of female applicants. It’s also 

increased the number of male applicants, 

too. Everyone wants to be able to tap into 

flexibility at some point in their career.

While these results are skewed to job ads that 

were worded to attract male candidates, it 

is encouraging to see that a proportion were 

worded to appeal to women. Interestingly, 

gender-neutral wording was the least common, 

which some scholars would argue is exactly 

what’s required to attract the best talent 

– women or men. By removing the gender 

filter, candidates focused instead on how well 

they perceived their skills, capabilities and 

experiences as a match. So, there’s work  

still to be done.

During the analysis we also found gendered 

images within the job ads themselves. Six 

out of the 48 ads included an image, all of 

them male. Displaying diverse images should 

extend beyond job posts to featuring women 

prominently on corporate websites and 

other marketing material. This can be further 

enhanced by publishing profiles and case 

studies that highlight the personal successes 

of women in the business.

However small, reviewing and adapting your 

job ads to ensure they are coded as gender 

neutral is an important step towards achieving 

gender equality in automotive retailing. 

Gender decoding is only a click away

While you would think trolling through 48 job 

ads to locate gendered words would be about 

as easy as trying to find a needle in a haystack, 

it can in fact be done very quickly. Here’s a tip: 

try Gender Decoder for Job Ads, which draws 

directly from the study referenced earlier.  

This tool checks job adverts for the 

appearance of any of gendered words,  

then calculates the relative proportion 

masculine-coded and feminine-coded  

words to reach an overall verdict.  

That’s a great tool! 

Go gender neutral for the best talent

Half of the job ads for car sales roles were 

masculine-worded, one-third were feminine-

worded, and the remainder (17%) were gender 

neutral. In these ads the most frequently used 

masculine-coded words were leads, driven, 

challenge and individual, while the most 

frequently used feminine-coded words were 

interpersonal, supportive and responsible.

Chapter 5
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Unusual places to source  
female talent

Ensure roles are advertised through multiple 

media channels, not just SEEK. Think about 

where your ‘target’ candidates are looking. 

Don’t overlook LinkedIn to source both passive 

and active candidates.

Participate in industry groups that support 

women (a list is provided in chapter 9). Women 

in Automotive (WinA), for example, offers 

several networking events that are attended by 

women who are working in or looking for roles 

that are female friendly. Be vocal about your 

interest in having women work in your team. 

Word-of-mouth is a powerful strategy.

Include copy in your job posts that reflects your 

commitment to diversity. For example, include 

a statement such as “Women and applicants 

from diverse backgrounds are strongly 

encouraged to apply.”

KEY TIPS

 + Keep the job ad punchy and as brief 

as possible. Offer candidates further 

information if they need it.

 + Avoid pronouns he/she, him/her in job 

posts. Replace gendered words such  

as business ‘man’ or business ‘woman’ 

with business ‘person’.

 + Limit the number of capabilities and  

skills to three. Long lists put women off, 

feeling they’re not a 100% match.  

Men care less about this.

 + Words matter. Keep language gender 

neutral by avoiding masculine and 

feminine-coded words.

 + Make it personal. Talk less about ‘we’ 

and more about ‘you’ – relevant for  

all candidates regardless of gender.

 + Review the images used. Do men and 

women appear equally in volume and  

in role type? (i.e. A woman isn’t always  

the customer being served by a  

male employee.)

 + Include statements that you welcome, 

support and encourage women to apply.

 + Offer perks that matter to women  

(and men). Offering flexibility will 

increase the number and diversity  

of your applicant pool.

 + Network and attend industry women’s 

events, meetings and forums. Be vocal 

about your interest in having women 

work in your team. 
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Two tools to help

Try the free Gender Decoder to help you 

identify words commonly used in job postings 

that turn women off.

Another solution is Textio, an augmented 

AI (artificial intelligence) writing tool, which 

highlights words and phrases less likely to 

attract talent and provides suggested  

changes. This tool costs but you can at  

least try it out for free.
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Modifying your recruitment process to mitigate 

against bias or unfair judgement is key if you 

want to diversify your workforce.

To vividly demonstrate this, consider how 

orchestras changed their recruitment practices 

to eliminate bias against female musicians. In 

the 1970s and 1980s, orchestras began using 

blind auditions. Candidates were situated 

on a stage behind a screen to play for a jury 

that couldn’t see them. This move resulted in 

a 50% greater likelihood that a woman would 

advance to the next stage. Overall, the top five 

US orchestras progressed from only 5% female 

representation in the 1970s to 25-30%  

by 1997.

Here are ways you can achieve a recruitment 

process that strips out bias and support efforts 

to diversify your workforce.

What you’ll notice is that these steps  

focus on finding the best talent, male  

or female. It assumes men and women  

are equally capable.

PREPARE WITH DIVERSITY TOP OF MIND

 + When thinking about the team responsible 

for a hiring assignment make sure it includes 

more than one person and membership is 

diverse; for example half male, half female. 

This provides a broader perspective.

 + Before delving into the details, educate or 

remind the hiring team about the business’s 

current workforce composition. How diverse 

is it today and what are your diversity goals? 

(e.g. 50% of sales consultants to be women  

by 2020.)

 + Take this one step further and ask  

the team to watch an educational video 

(An example video by Kristen Pressner 

on hiring bias and how to minimises 

unconscious bias. Priming just before 

hiring can be really helpful.

 + As a team, revisit the role requirements, 

develop five or six key role objectives  

and base an assessment process  

and a scoring system around these.  

Agreeing to these upfront makes hiring 

teams less vulnerable to changing their 

minds (often influenced by subjective 

information unrelated to the role)  

mid-way through the hiring process. 

 + Avoid recycling job descriptions and 

place less emphasis on career experience. 

Instead, place higher weightings  

on capability to do the job through  

aptitude-based assessments.

Refer to the previous chapter  

(chapter 5) on how to attract women.

VIDEO | Amanda Heveren, HR Manager, and Sharon Pask,  

GM and CFO, DriveCo, on recruiting women in automotive.   
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 + Meet to select the preferred candidate 

using the objective data you’ve collated.

 + If you have more than one candidate  

who meets your criteria, favour the 

candidate who helps you to achieve  

your diversity goals.

ONBOARDING

 + Offer an induction program and buddy 

system that starts from the job offer stage 

and assists women to form relationships, 

build networks and transition successfully 

into the organisation.

TOOLS FOR CHANGE

If you’re looking for an automated  

solution to ‘de-bias’ the recruitment  

process from end to end, then  

RemiPeople is an all-in-one platform.

 + Share with the interview panel your current 

workforce diversity statistics and goals 

before interviewing starts. If you haven’t 

already, share a video or an article  

explaining first impression bias and  

interview groupthink.

 + All interviewers should be prepared  

with interview questions; don’t wing-it.

 + Provide ideal answers with a scoring system.

 + Maintain interviewer independence  

until all scores are recorded, otherwise 

everyone will agree with the boss.

 + Ask questions in the same order for  

all candidates; this makes it easier  

to compare candidates.

 + Score answers to each question immediately 

and log comments.

 + Submit scores to the lead evaluator  

and analyse.

SCREENING WITHOUT BIAS

 + Conduct blind screening by redacting 

candidate demographic characteristics  

from résumés.

 + Better still, conduct anonymised aptitude 

tests to determine each candidate’s 

capability. Assess them without knowing 

anything about them. Think ‘The Voice’, 

where celebrity judges turn their back 

on contestants so they get to focus on 

capabilities, not looks.

 + Confirm the diversity of your shortlist. 

Do you want 50% to be female or require 

representation from culturally diverse  

groups or a broad age demographic?

INTERVIEWING WITHOUT BIAS

 + If interviewers are not part of the hiring team, 

ensure their membership is also diverse  

(e.g. men, women, different ethnicities).
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If your existing workplace is male dominated, 

then naturally you’ll need to consider what 

adjustments are required to help women feel 

included at work. Finding great employees 

is only a great result if they stay with your 

business to help it prosper. 

Retaining employees, in particular female 

employees, has plagued the automotive 

industry. Figures from the US, sourced from  

the National Automobile Dealers Association’s 

2017 Dealership Workforce Study, found  

female dealership sales employees had  

a 96% turnover rate in 2016. 

Clearly, it’s a business imperative to focus  

on ways to retain and engage women in  

your workforce.

One thing to remember is that  

sometimes we do make hiring mistakes.  

In the previous section we talked about  

how you can minimise this expensive risk. 

But when things do go wrong don’t fall  

into the common trap of attribution  

bias, where if a women doesn’t work  

out we conclude “Women don’t fit  

into this business”, compared with  

if a man doesn’t work out we draw a  

very different conclusion – “He was  

just a poor choice.”

What inexpensive but effective  

strategies can you implement to  

help women in your business want  

to stay? By the way, many of these 

suggestions will help retain all  

employees, not just women. 

VIDEO | Sharon Pask, GM and CFO,  

DriveCo, on how to retain women in  

automotive.  CLICK HERE TO VIEW 

VIDEO | Michael Beamish, Director,  

DriveCo, and Amanda Heveren,  

HR Manager, DriveCo, on implementing  

flexibility in automotive.   

 CLICK HERE TO VIEW 
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1. Numbers matter 

Introducing one woman into a team that’s 

previously been all male can be challenging 

for all involved. In this instance, the lone 

woman needs the support of an empathic 

leader along with a buddy from another 

department. The goal should be to increase 

the representation of women in the team to 

around 30%. This is the threshold whereby 

women have a critical mass or a ‘real voice’. 

2. Create support networks  

Workforces that have been male dominated 

can’t be expected to transform overnight. 

One way to support women with the 

inevitable hurdles and issues along the 

way is to create informal and formal 

networks. These should be sponsored by a 

leader within the business to demonstrate 

organisational commitment to supporting 

women’s roles within the group. For example, 

these may take the form of monthly female 

network meetings combined with a guest 

speaker. Connecting these networks with 

others outside the business, in the same 

or adjacent industries, may also be worth 

investigating. The role of these networks 

is to provide women with support they feel 

comfortable to turn to when things  

aren’t going well. Additionally, it provides 

a sense that they aren’t alone.

3. Treat all employees fairly  

This may sound obvious because  

very few people set out to treat others 

unfairly. However, the lived experience 

of employees is often the polar opposite. 

Women in particular feel they aren’t 

always treated as equals to their male 

counterparts. The issue is our own  

biases, most we’re not even conscious 

of. Here are some common workplace 

processes where bias creeps in.  

Watch out for these.

 + Assigning job promotions  

and special projects 

It’s not uncommon for women to be 

overlooked when promotions and 

special projects are on offer. Maybe it’s 

assumed women can’t do the necessary 

travel or work the longer hours. These 

are just that – assumptions. If your 

workplace has such an opening avoid 

just appointing someone. Follow exactly 

the same process we’ve outline in 

In her TEDX talk (FLIP IT TO TEST IT),  
HR expert Kristen Pressner  
challenges us to flip our gendered 
thinking. For example, if a female 
employee requests a salary  
increase, flip the thinking and 
imagine it’s a male employee  
asking the same question.  
How different would your response 
be? A lot, according to Pressner.
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 Unless these job duties have been 

assigned to a role, they should be shared 

fairly between the men and women in 

the room. We shouldn’t be expecting 

or allowing the women in the room to 

consistently take on these roles. This 

behaviour sends a clear message to 

everyone that we all have important 

contributions to make in the business.

4. Review pay structures  

Women and men performing the same work 

do not always receive equal pay. Imagine 

how you’d feel if you discovered you were 

being paid less than your peers. You might 

start looking for work that better rewards 

your skill set. It is important to ensure when 

employing someone that they are receiving 

salary and benefits (if used) that reflect 

their abilities and experience and not their 

gender. Additionally, a business should, at 

yearly intervals, review the remuneration 

of all employees by role to ensure it isn’t 

gender biased. 

5. Foster a culture of inclusivity  

Inclusive workplaces are ones where 

employees feel they belong at work, 

where their opinions seem to count 

and they are treated with respect and 

fairness. Here are some examples where 

your workplace can actively demonstrate 

a commitment to inclusivity.

 + Where your social events are held. 

Friday after-work drinks at the local 

pub, golf games and football matches 

are likely going to exclude the women, 

mothers (and fathers) you work with. 

Instead you might consider hosting 

the drinks in the office during working 

hours, for example 4.30 to 5pm. Find 

opportunities that everyone in the 

business can share in.

 + How we communicate with each 

other.  To feel included, employees need 

to be able to speak and be listened to. 

As leaders, that means less talking and 

more listening, not talking over others, 

not claiming someone else’s idea as 

your own, or ignoring some people  

while focusing on others in the room. 

chapter 9 and encourage all qualified 

staff to apply or go a step further and 

have qualified staff opt out if they don’t 

want to be considered. This sends a clear 

message throughout the business that 

everyone is respected and is treated  

with fairness.

 + Professional development 

Ensure men and women have equal 

access to developmental opportunities.

 + Who makes the coffee, runs errands,  

takes meeting minutes? 

Sixty-four per cent of women working  

in the industry report they’ve been asked 

to do lower-level tasks that their male 

counterparts are not asked to do.  

(Project XX, 2017)

 “Regardless of my position in my company, 

which is now sales manager, I am asked 

to do menial tasks such as buying gifts, 

coordinating food for meetings, making 

dinner reservations,” one woman told us. 

“When I push back, I’m accused of pulling 

the women’s lib card.” (Project XX  

survey response)
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Sobering findings from Project XX  

(2017) revealed: 

 + 65% of women reported they had  

been subjected to sexual advances  

during their career

 + sexual advances came from  

colleagues (41%), customers (31%)  

and superiors (28%)

 + almost half (48%) of those women  

who experienced sexual advances  

didn’t report it mostly because  

they thought it would negatively 

affect their career.

Here are some suggestions about how 

to create a culture that expressly won’t 

tolerate harassment and discrimination.

1. Ensure all leaders are aware of their  

legal obligations. As a team, discuss  

what is working well and what isn’t.  

How can things be improved?

existing workplace culture than they  

do about those recently hired women.  

In fact, often current employees have  

been facing such abhorrent behaviour  

but have felt unable to call it out.

An American industry publication, ‘Automotive 

News’, partnered with Stanford University  

and Elephants in the Valley (a small group  

of Silicon Valley executives) for Project XX, 

which analysed the responses of 900+  

women in the automotive industry.

Sexism is a prominent force in the automotive 

industry (Project XX, 2017). However, it often 

flies under the radar of men simply because 

women are afraid to come forward. According 

to Project XX, only 18% of women reported  

their concerns to Human Resources. The rest 

kept quiet, fearing they would be branded  

as a troublesome employee. Many participants 

said they would prefer to find a new job rather 

than risk their reputation by voicing concerns 

about sexism in their positions.

 + Physical environment. Choice of  

imagery can make others feel more or 

less excluded. Whether it’s on the office 

walls or contained within marketing and 

promotional materials, ensure a diverse 

range of people, men and women, are 

represented. Don’t forget facilities and 

uniforms – do they adequately cater for 

both men and women? This maybe not be 

the case if the workforce has been male 

dominated over time. It’s about respect  

in the workplace.

6. Promote zero tolerance for sexual 

harassment, bullying and discrimination 

When women attempt to integrate into 

male-dominated workforces there is  

a sense that the serious and legally  

binding issues of harassment and 

discrimination will arise. Often these issues 

are blamed on the women. In reality, these 

issues have existed long before the women 

arrived. Such issues speak more about the 
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2. Communicate to all employees about the  

value the business places on people being  

able to come to work and feel safe, respected  

and included. 

3. Translate this into key policies about your 

expectations of how employees act and treat one 

another (and customers). Outline what corrective 

actions will be taken to remedy any breaches. 

Ensure all employees are aware of these policies.

4. Develop policies about how employees and 

managers should treat any suspicion or reporting 

of harassment and discrimination. Ensure 

appropriate supports are in place for staff involved.

5. Keep it on the agenda for leaders and employees 

through regular training and support. 
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Creating a sustainable, gender-diverse 

workforce is more than executing specific 

initiatives and programs. It’s about changing 

the way business is done and making  

sure it’s embedded into your business  

strategy along with your people and  

business processes.

This requires a strategic approach.  

Here’s a brief guide through this process.

Step 1. Understand the status quo – where do you find women in your business?

Analyse the workforce gender split by department. Using FTE (full-time equivalent)  

will provide a more accurate analysis, but headcount numbers will still give you  

rich insights.

Create a table like this and insert the data.

Female Male Total

Department # % # % #

eg Sales

F&I

Finance

Administration

Service

Workshop

Total
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Also analyse the gender split of the various levels of management in your business.

Create a table like this.

Female Male Total

Management Levels # % # % #

eg Board of Directors

CEO & Executive

Leadership Team

Senior Leaders

Middle Managers

Service

Total

You’ll already have this information (ask your HR team) if your business employs more  

than 100 people. For private organisations this size there is a statutory requirement to  

report on the gender split of your organisation’s workforce. This data is collected and  

reported by the Workplace Gender Equality Agency. 

Step 2. Build the business case  

for gender diversity – how will  

increasing female representation  

help your business?

Building a business case for gender  

equality is essential to gain  

organisational commitment to  

develop and action any strategy.

Once developed, the business case  

needs to be cascaded throughout  

the business, with input and refinement  

from teams in the process.

Consider the business benefits, outlined  

in chapter 2 and summarised in the  

table below, to inspire your thinking. 

Find data that provides supporting 

evidence, ideally data from your 

own business.

Maybe there are other benefits unique  

to your business. If so, describe the issue 

and how increasing female representation 

will help.
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Business problems that can be solved by increased female representation in workforce Supporting data to collect

Improve the  
customer  
experience

Women are our major customer, yet our workforce  
is male dominated

• We can improve our levels of customer service by creating  
a more gender-balanced workforce

• We can generate more leads and conversions by having a less blokey workforce

• We can create more selling opportunities by making our female customers feel 
more included when they visit our business because it’s less masculine

• What percentage of your customers are women?

• What is the level of customer satisfaction (e.g. NPS) by gender?

• What is the gender split of your customers during the car shopping journey?

• What percentage of women come into your business alone versus  
those accompanied by a male companion?

• What is the percentage of women who purchase additional products  
and services from you?

Attract  
talent

• We can increase the quality, number and diversity of applicants applying for roles.

• We can reduce new hire turnover (i.e. new hires who last less  
than six months)

• We can reduce the number of migrant work visas

• We can prevent losing talent to our competitors

• Profile the number and diversity of applicants for key roles

• Migrant work visas required to fill roles

• Gender split of applicants by role

• Gender split of applicants at screening and interviewing 

• New hire turnover

Engage  
employees

• We can reduce absenteeism and increase productivity

• We can reduce employee turnover

• Measure employee engagement over time

• Report levels of absenteeism in the business/team

• Report employee productivity

• Report employee turnover 

Increase  
innovation

• We come up with new ideas to solve business problems

• We know it’s okay to fail, that’s how we learn

• Measure the number of new projects that get started and finished

• How often do others seek your advice or opinion on new initiatives?  
Are you an industry leader and shaper?

• Ask employees and other stakeholders how innovative your business is.

Reduce risk • Employees are happy to report issues around stress,  
harassment and discrimination because they know we’ll act

• Our safety record has improved

• Claims and resolutions to stress, harassment and discrimination – reports, 
resolutions and policy/practice changes as a result

• WHS data

Others Over to you!
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Step 3. Create a gender diversity plan on a page

Here’s a template for your business to develop its own gender equality plan 

 on a page to help you apply the information contained in this resource.

Example

Vision To be workplace of choice for female & male employees and a business of choice for female and male customers

Mission Attract, recruit & retain women in each area of our business and in leadership roles to reach gender parity

Values Respect, Fairness, Empathy

Benefits Gender equality adds value to our business and help us better serve our customers, helping us perform better,  
build stronger outcomes and gain a competitive advantage

Enablers Leadership  
Accountability

Attract, Recruit  
& Engage

Build Manager  
Capability

Inclusive  
Culture

Actions Gender equality measures 
are included in management 
meetings 

Each leader has a gender 
equality KPI, which is then 
cascaded to their managers 

Strategy & business case for 
gender equality is agreed  
and shared 

Inclusive language  
in job postings

Conduct blind  
capability screening.

Conduct structured  
interviewing

Diverse hiring panel

Manager awareness &  
training on unconscious bias  
in recruitment, promotions  
& flexibility

Cascade gender equality 
strategy & business case  
to all managers

Survey staff to understand flex 
requirements & build program  
to pilot and roll out

Create female support groups

Ensure female friendly uniforms 
& facilities

Business communications 
female friendly

Metrics Progress towards achieving 
gender equality KPIs

Increase in female -  
applicants, screened, 
interviewed, hired

Training evaluation  
report increased  
understanding of why  
and how to remove bias

Staff survey conducted 
Flex pilot implemented 
Female staff report  
Increased engagement
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Australian Human Rights Commission

humanrights.gov.au, containing useful resources  

to help promote diversity in the workplace.

Male Champions of Change

malechampionsofchange.com

The heart of the Male Champions of Change strategy involves 

men of power and influence forming a high-profile coalition  

to achieve change on gender equality issues in organisations 

and communities.

Equal Opportunity Commission

Equal employment opportunity and anti-discrimination in your 

state or territory

Australian Capital Territory 

The ACT Human Rights Commission has several publications  

on discrimination.

New South Wales 

Information for employers and managers – the 

Anti-Discrimination Board of NSW has prepared guidelines  

to assist employers and advisers to understand how  

anti-discrimination laws work in New South Wales.

Resources and information

Workplace Gender Equality Agency (WGEA)

The Workplace Gender Equality Agency is an Australian 

Government statutory agency charged with promoting 

and improving gender equality in Australian workplaces in 

accordance with the Workplace Gender Equality Act 2012.  

The agency’s vision is for women and men to be equally 

represented, valued and rewarded in the workplace.

Using this WGEA Data Explorer portal you will find time-series 

data on the status of gender equality in Australian workplaces. 

The data covers more than 12,229 employers and nearly four 

million employees. You will also find more data on industry 

profiles, workforce composition, employer actions and pay gaps.

Diversity Council of Australia (DCA)

Diversity Council of Australia has a range of useful resources. 

Access to key resources requires taking out a membership  

(for a fee).
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brochures and other publications relating to equal  

opportunity in the workplace.

Harvard Implicit Association Test (IAT) 

Here is a link to the test; take it for your own benefit. The test  

is free and results are kept confidential, but tagged for research 

purposes. Please refer to the disclaimer.

This is a validated tool that allows each of us to uncover our 

hidden cognitive biases. Most people are aware of their own 

overt biases, but it is very difficult for us to become aware of our 

covert biases. The Implicit Association Test (IAT) is excellent for 

showing bias and how our unconscious drives our day-to-day 

decision making.

Northern Territory 

Northern Territory Anti-Discrimination Commission 

 – the commission administers the Northern Territory  

Anti-Discrimination Act and can provide resources and  

training for employers and employees.

Queensland 

Queensland Human Rights Commission  – the commission has 

information for employers on anti-discrimination principles  

and practices.

South Australia 

The Equal Opportunity Commission provides information  

for employers and service providers on managing equal 

opportunity in the workplace.

Tasmania 

Office of the Anti-Discrimination Commissioner –  

information for organisations.

Victoria 

Discrimination – the Victorian Equal Opportunity and Human 

Rights Commission provides details on the laws governing  

anti-discrimination in Victoria.

Western Australia 

The Equal Opportunity Commission provides several  
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Implicit Association Test

CMS Strategic: 5 simple interventions for an inclusive culture

Delphi Technique

Gender decoder

Using LinkedIn to source passive and active candidates

Textio

Anonymised aptitude tests

Gender pay gap calculator  

Support groups and networks

Women in Automotive

Piston & Pearls  

Special Interest Group, Institute  

of Auto Mechanical Engineers  

facebook.com/pistonsandpearls.wia

SALT 

Supporting and Linking Tradeswomen 

The Lady Tradies

Women of Australian Motorsports

Tradeswomen Australia

TradeUp

Unconscious Bias training
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