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We acknowledge the Traditional Custodians of Country throughout Australia
and pay our respects to their Elders past and present. CEW celebrates the
diversity of First Nations people and their continuing connection to land, water,
and community, and acknowledges the strength of First Nations women
leading their communities. We extend that respect to Aboriginal and Torres
Strait Islander people who are part of the CEW community. 

Chief Executive Women (CEW) is Australia’s leading network of women leaders, united
in the purpose of women leaders empowering all women. Since 1985, we have worked
with business, government, and the community to advance gender equity and remove
barriers to women’s progression, participation, safety, and security.

Our 1,400 members are among the most senior and influential women across business,
academia, government, sport, the arts, and the not-for-profit sector.

Through advocacy, research, targeted programs, and scholarships, CEW delivers
practical impact: accelerating women into leadership, shaping policy, and influencing the
systems that drive economic and social progress.  
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1400+, 1.3+m $1.14+tr
CEW members
consisting of

Australia’s most
senior, influential, and

respected women
leaders from across

every sector.

CEW members lead
more than 1.3 million

employees and
oversee $749 billion

in revenue.

CEW members
represent over $1.14

trillion in market
capitalisation and

contribute more than
$249 billion to

Australia’s GDP.
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Investing in women’s leadership and participation is not only a matter of fairness; it is an
economic imperative. 

Despite being among the most educated in the world, Australian women face persistent
structural barriers in work, care and safety that restrict their economic participation. At a
time of pressing productivity challenges and workforce shortages, gender equality is one of
Australia’s most powerful levers to strengthen productivity and the economy. 

Australia has made significant progress in gender equality,  rising from 47th to 13th in the World
Economic Forum global rankings since 2022 and achieving its most gender-balanced parliament in
history. CEW commends the Federal Government’s commitment to advancing gender equality and
significant investment and reform to date, including: guaranteed access for all children to three days
of early childhood education, wage increases for care sector workers, expanded Commonwealth
funded Paid Parental Leave (including superannuation contributions), landmark investment in
women’s health, legislated requirements for large companies to set gender targets, and
implementing gender responsive budgeting.  

However, structural inequality continues to constrain productivity and prosperity. 

90% of ASX300 CEOs are men.
80% of ASX300 CEO pipeline roles are held by men.
17 ASX300 companies have no women in executive
leadership.
The gender pay gap sits at 21.1%, which is about $28, 356
yearly difference.
Women experience compounding financial disadvantage
across their life course, retiring with 25% less
superannuation than men.
Violence against women is a national emergency, with the
rate of women killed in gender-based violence increasing
30% in the last year.

Strategic investment in women's leadership and economic security will unlock Australia’s economic
potential. Continuing to limit and  constrain our most underutilised asset, Australian women, limits
our economic growth and innovation, leaving half our talent on the bench. 

CEW's budget asks have been drafted knowing that Australia is adjusting to a changing geopolitical
environment.Improving productivity is critical to the transition Australia is seeking to make, but it will
disrupt the status quo. There will be opposition and pushback. Supporting the advancement of
innovative leaders, including women, is essential for success.

Message from CEW



1.Advance women’s leadership by building the pipeline of women in high-growth, male-
dominated industries and promoting workplace flexibility.

2.Strengthen women’s economic security by addressing workforce disincentives in the
tax and transfer systems and supporting women out of poverty.

3.Address gendered violence as a national priority.
4.Place care at the centre of the economy through universal early childhood education

and expanded Commonwealth Paid Parental Leave.
5.Strengthen Australia’s gender equality machinery to drive equality for all women.
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$128 billion added to Australia’s GDP by achieving gender equality.
$11 billion added to GDP from 2% increase in women’s working hours.
1 million additional full-time skilled workers unlocked if women participated at the
same rate as men.

To realise this opportunity, Australia must strategically invest and reform the systems that
shape women’s participation: Workplace design, care infrastructure, financial settings and
safety systems. CEW’s recommendations call for investment in scaffolding and gender
equality infrastructure, being mindful of the current challenging fiscal climate. 

When we empower women, we empower innovative Australians to transform the economy to
achieve its potential.

This submission was developed in consultation with CEW members, senior leaders across
business, academia, government, sport, the arts, and the not-for-profit sector. CEW members
represent diverse perspectives from all areas of Australian community and economic life. In
late 2025, CEW conducted a national survey of members and undertook state consultations
across the country. CEW members identified the following key advocacy priorities for action: 

Increasing women's leadership representation. 
Improving economic security for women.
Eliminating gender-based violence.
Continuing CEW’s long-held priority of investing in the care economy.

CEW calls on the government to:

The economic case is clear
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1 Advance women’s leadership 

2 Strengthen women’s economic security 
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Summary of Recommendations 

1.1 Build pathways for women into high-growth, male-dominated
sectors. Scale targeted programs, training, scholarships,
mentoring, and skills recognition reforms.

2.Drive a national shift to high-quality flexible work - modelling
best-practice flexible work in the Australian Public Service. 

1.Modernise tax and transfer settings to reduce disincentives for
carers and secondary earners. Apply a gender lens to address
high Effective Marginal Tax Rates faced by women.

2.Increase JobSeeker to 90% of the Age Pension to support
women out of poverty.

Eliminate gendered violence 
1.Remove waiting periods for government assistance for people

leaving violence and strengthen coordination and transparency.
2.Resource enforcement of Respect@Work Positive Duty and

strengthen prevention.
3.Implement recommendations from national Domestic Family and

Sexual Violence reviews

Place care at the centre of the economy 

1.Progress universal early childhood education and care: with
strong governance, workforce sustainability, access, quality and
safety.

2.Strengthen Paid Parental Leave settings to normalise shared care,
including “use it or lose it” provisions.

Enabler
Strengthen gender equality machinery
Build gender responsive budgeting capability and improve intersectional
data.
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 Inclusive pathways into emerging industries.
 Flexible work as a mainstream productivity driver.
 Safe, accessible workplaces that support entry, retention and progression.
 Targeted action for a full diversity of women, including First Nations women.

This underrepresentation is not only an equity concern, it also constrains the economy and
impacts on productivity. Diverse teams outperform on profitability, risk management,
innovation, better decision-making and culture. Across the ASX, a 10% increase in women
leaders correlates with a 6.6% increase in market value.

Male-dominated industries have persistent entry and retention challenges for women, including
workplace safety, inadequate facilities, equipment, and role design for women.

Job design and flexible working arrangements are critical to enable women’s workforce
participation and progression into leadership:

.

Unlocking Women’s Leadership Requires: 

Pillar One:  Advance Women’s
Leadership
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Fewer than 25% of Australians work in gender-balanced occupations.
Gender segregation accounts for 24% of the gender pay gap.
By 2030, 67 million new jobs are expected to be created, yet women are
on track to hold only 25% of these roles.

Women comprise half the population and a significant proportion of the workforce. Yet they
remain underrepresented in senior leadership across industries. CEW's Senior Executive Census
demonstrates the persistent gap in representation of women in leadership and leadership
pipelines in Australia’s largest publicly listed companies.

Women are particularly underrepresented in high-growth, high-wage industries, including
energy, digital technology, manufacturing, construction and engineering. 

Australia has one of the most gender-segregated workforces in the OECD:

 1 in 5 five women credit flexibility for retaining their employment.
 Women retire, on average, 12 years earlier than they want to,  with almost
half citing health issues and caring responsibilities.

https://cew.org.au/censusreport


Advancing Women’s Leadership
Recommendations 

Build the pipeline of women to contribute to the
growth engines of the future1

Partner with industry, unions, and advocacy groups to scale
training, scholarships, and mentoring for a full diversity of
women (including First Nations women).
Expand Building Women’s Careers Program for STEM and male-
dominated industries.
Streamline skills recognition and visa settings to better recognise
women’s qualifications, particularly for migrant women.
Embed gender equity in national industry growth plans,
including Future Made in Australia.

Establish an APS flexibility framework prioritising career-stage
flexibility and measurable outcomes, including men’s uptake.
Expand flexible work entitlements to support life transitions such as
perimenopause and menopause.
Pilot models such as a four-day week (32 hours, full pay) or reduced-
hours (10–3) models in selected Commonwealth departments.
Use procurement levers to incentivise private sector flexible work.

Drive a national shift to high-quality flexible work: Model
best practice flexible work in the Australian Public Service . 2
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Australia’s tax and transfer settings reflect outdated assumptions about work and care. The
interaction of income tax, payment tapers, and childcare subsidies can produce high
Effective Marginal Tax Rates (EMTRs) for secondary earners, largely women. This weakens
the financial incentive to work additional hours and locks many women in lower lifetime
earnings. A gender lens review of the tax and transfer system is essential to remove
disincentives, value unpaid care, and strengthen women’s economic security across every
stage of life.

A capable and willing workforce, particularly of carers, remains underutilised due to these
disincentives embedded in tax, transfer, and care systems.

Women face economic disadvantage across their life course due to:
lower earnings.
part-time and insecure work.
undervaluation of traditionally feminised industries.
unpaid care burdens.
interrupted careers.
inadequate income support.
structural tax and transfer disincentives. 

Pillar Two: Strengthen Women’s
Economic Security 
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A modern tax and transfer system

The result is a lifelong compounding disadvantage, leaving women with a superannuation gap,
reduced assets and higher poverty risk in retirement. These risks are even greater for women who
face intersecting disadvantage, or women who have experienced violence.

Economic security is essential for strong democratic institutions and social cohesion. Economic
marginalisation erodes trust in support systems. Strengthening women's economic security
builds community resilience and prosperity. Investing in women's economic participation benefits
families, communities, and the entire economy. CEW's focus ensures all Australians can
participate fully in economic life, building trust and stability across society.

Reducing these workforce
disincentives would add
approximately 12 million working
hours to the economy annually. 





















https://www.weforum.org/publications/global-gender-gap-report-2025/
https://www.aph.gov.au/Parliamentary_Business/Hansard/Hansard_Display?bid=chamber/hansardr/27159/&sid=0192
https://cew.org.au/censusreport
https://www.wgea.gov.au/publications/australias-gender-equality-scorecard
https://www.wgea.gov.au/publications/australias-gender-equality-scorecard
https://www.wgea.gov.au/publications/australias-gender-equality-scorecard
https://smcaustralia.com/reports/older-womens-economic-security-in-retirement/
https://smcaustralia.com/reports/older-womens-economic-security-in-retirement/
https://www.aic.gov.au/publications/sr/sr52
https://www.deloitte.com/au/en/services/economics/perspectives/remaking-the-norm.html
https://www.deloitte.com/au/en/services/economics/perspectives/remaking-the-norm.html
https://www.wgea.gov.au/publications/gender-equality-business-case
https://www.wgea.gov.au/publications/gender-equality-business-case
https://cew.org.au/hubfs/01_Website%20Content/Downloadable%20Resources/General/Research%20and%20Resources_Research/Addressing%20Australias%20Critical%20Skill%20Shortages_%20Unlocking%20Womens%20Economic%20Participation.pdf?hsLang=en-au
https://cew.org.au/hubfs/01_Website%20Content/Downloadable%20Resources/General/Research%20and%20Resources_Research/Addressing%20Australias%20Critical%20Skill%20Shortages_%20Unlocking%20Womens%20Economic%20Participation.pdf?hsLang=en-au
https://www.jobsandskills.gov.au/publications/new-perspectives-old-problems-gendered-jobs-work-and-pay
https://www.jobsandskills.gov.au/publications/new-perspectives-old-problems-gendered-jobs-work-and-pay
https://www.wgea.gov.au/publications/australias-gender-equality-scorecard
https://www.wgea.gov.au/publications/australias-gender-equality-scorecard
https://www.pmc.gov.au/sites/default/files/resource/download/womens-economic-equality-taskforce-final-report.pdf
https://www.pmc.gov.au/sites/default/files/resource/download/womens-economic-equality-taskforce-final-report.pdf
https://www.pmc.gov.au/sites/default/files/resource/download/womens-economic-equality-taskforce-final-report.pdf
https://www.wgea.gov.au/newsroom/more-women-at-the-top-proves-better-for-business
https://www.wgea.gov.au/newsroom/more-women-at-the-top-proves-better-for-business
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/women-in-the-workplace
https://melbourneinstitute.unimelb.edu.au/hilda


https://treasury.gov.au/sites/default/files/2020-09/115786_AUSTRALIAN_INSTITUTE_OF_PROJECT_MANAGEMENT.pdf
https://treasury.gov.au/sites/default/files/2020-09/115786_AUSTRALIAN_INSTITUTE_OF_PROJECT_MANAGEMENT.pdf
https://www.acoss.org.au/wp-content/uploads/2022/09/220426-Why-lifting-income-support-will-help-women.pdf
https://www.acoss.org.au/wp-content/uploads/2022/09/220426-Why-lifting-income-support-will-help-women.pdf
https://www.violenceorpoverty.com/the-cost#:~:text=Dr%20Anne%20Summers%20AO&text=Her%20report%2C%20The%20Choice%3A%20Violence,single%20mothers%20as%20a%20result.
https://www.aic.gov.au/publications/sr/sr52
https://www.aihw.gov.au/family-domestic-and-sexual-violence/resources/fdsv-summary#:~:text=It%20is%20estimated%20that%20of,a%20boyfriend%2C%20girlfriend%20or%20date
https://www.aihw.gov.au/family-domestic-and-sexual-violence/resources/fdsv-summary#:~:text=It%20is%20estimated%20that%20of,a%20boyfriend%2C%20girlfriend%20or%20date
https://www.deloitte.com/content/dam/assets-zone1/au/en/docs/services/economics/deloitte-au-economic-costs-sexual-harassment-workplace-240320.pdf
https://www.deloitte.com/content/dam/assets-zone1/au/en/docs/services/economics/deloitte-au-economic-costs-sexual-harassment-workplace-240320.pdf
https://humanrights.gov.au/__data/assets/file/0026/46817/2022.11.25_time_for_respect_2022_final_digital.pdf
https://humanrights.gov.au/__data/assets/file/0026/46817/2022.11.25_time_for_respect_2022_final_digital.pdf
https://www.weforum.org/publications/thriving-workplaces-how-employers-can-improve-productivity-and-change-lives/
https://www.weforum.org/publications/thriving-workplaces-how-employers-can-improve-productivity-and-change-lives/
https://grattan.edu.au/report/game-changers-economic-reform-priorities-for-australia/
https://www.thefrontproject.org.au/images/downloads/ECO%20ANALYSIS%20Full%20Report.pdf
https://developingchild.harvard.edu/key-concept/brain-architecture/
https://heckmanequation.org/
https://www.abs.gov.au/statistics/people/education/qualifications-and-work/latest-release?_gl=1*1ickg19*_gcl_au*MTk4NzczNDE0MS4xNzY5NDg5MjI3*_ga*NDQ2OTAzOTIxLjE3Njk0ODkyMjc.*_ga_JVRXX01CK4*czE3Njk0ODkyMjckbzEkZzAkdDE3Njk0ODkyMjgkajU5JGwwJGgxMzYzMDE4MDgw
https://arts.unimelb.edu.au/__data/assets/pdf_file/0010/4934422/Equal-Sharing-of-Care-Evidence-Review-The-Gender-Equity-Initiative-2024.pdf
https://arts.unimelb.edu.au/__data/assets/pdf_file/0010/4934422/Equal-Sharing-of-Care-Evidence-Review-The-Gender-Equity-Initiative-2024.pdf
https://arts.unimelb.edu.au/__data/assets/pdf_file/0010/4934422/Equal-Sharing-of-Care-Evidence-Review-The-Gender-Equity-Initiative-2024.pdf

