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Acknowledgement of Country

| would like to acknowledge and pay tribute to the
Traditional Owners of the land on which | am
presenting to you today; those of the Ugarapul
people, who are situated on the Upper Brisbane
River or the Maiwar, as it is known to First Nations
people.

Aboriginal and Torres Strait Islanders have been
custodians of this land for over 60,000 years and
never ceded sovereignty over these lands.

| want to recognise their valuable contributions to
Australian and global society and to pay my
respects to their elders and their leaders, past and
present.

A Guidance Through Time: Created by Quandamooka artists Casey Coolwell and
Kyra Mancktelow for The University of Queensland Reconciliation Action Plan
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GENDER PAY GAP (ABS DATA: BASE SALARY) - TREND PREDICTIONS

ABS Pay Gap figure
only accounts for
differences in base
salary.

Percentage (%)

Nov 2004
14.9%

COVID
Nov-2014

18.5%

\

Down only 2.9%
over 21 years

13.4%

Nov-2020
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On Current Trend,
based upon economic
cycles, it will be the
year 2108 before we
eliminate the base
salary gender pay gap.

Covid Bounce

Nov 2025
11.5.0%
(Base Salary)
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FULL REMUNERATION PAY GAP - GAN IT KEEP DEGLINING? —

Gender Pay Gap: Average weekly Total
Remuneration pay gap in Australia is 21.8%. The

30% percentage difference is explained™ by:-

NS Industry Segregation (30-40%)
. . Level within Hierarchy (15 -25%)
Position within Band (10 -15%)
g . s Like for Like (economy wide) (30- 35%)

Like for Like (Within Firm) ( 3 -5%)

‘ 245
25% 242
233

* These numbers are compiled from a broad range of studies. There is still no definitive
study on how these proportions trend or can be predicted over time.

The publication by WGEA of Gender Pay Gap Data
15% from the 2/7th February 2024 will bring additional

2013-14 2014-15 2015-16 2016-17 2017-18 2018-19 2019-20 2020-21 2021-22 202

e pressure for companies to address some, but not all,

of these areas.
The Public Sector will be reporting by 2027.

WGEA (2024) Gender Equality Scorecard https://www.wgea.gov.au/publications/australias-gender-equality-scorecard
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DIVISION OF DOMESTIC LABOUR - THE GRITICAL BARRIER

® 356%

64.4%

Women'’s total work hours 56.4
(weekly average, aged 15-64)

36.1% @

unpaid care work

roductive or paid work
63.9% P P

Men's total work hours 55.5
(weekly average, aged 15-64)

hd - L
The second shift Total 2 hours
A S : ; L g : . 15 minutes
Average minutes per day spent in household activities P
7 “.
37 A
\‘\j
29
v Y
Men Women
17
T 15 =
13 1 13
‘ 7
7’ 1
Food, drink Interior Laundry Household Other Kitchen, Lawn, Maintenance,
prep cleaning mgmt, household food garden, repair and
activities cleanup houseplants decoration

»: Bureau of Lat

The division of domestic labour, even where
both partners work full time, has been
stubbornly persistent over the past 50 years.

Women are still 71.8% of the primary carers of
children in Australia and 83% of one parent
families are single mothers.

Women represent 90%+ of the carers of the
elderly or people with disabillities.

Time spent on domestic duties is time lost to
career progression potential relative to men.

It is the primary cause of gender differences in
positions within salary bands.

* Australian Government. (2024). Status of Women Report Card. Canberra: Australian Government



INEQUITY BUILT INTO INDUSTRY MERIT STRUGTURES

The division of domestic labour has advantaged
men in continuing to work in traditional patterns.

Traditional patterns are also built into industry
structures, especially ‘merit’ structures designed
to govern progress within an industry/field.

The relative lack of women Professors, Barristers,
Engineers, Surgeons and Scientists are all
examples of fields where male patterns of work
are embedded in progression metrics and
contribute to lower numbers of women in senior
ranks.

The Division of Domestic Labour is implicated as
a key underlying cause of all elements of the
gender pay gap, alongside gender role
stereotypes.



A GASE IN POINT - MERIT AND STRUCTURAL INEQUALITY

Despite women comprising 50% of Australia’s
accounting and finance professionals, only 9.2% of
registered liquidators are women. Based upon current
trends, it will be another 106 years before we see
gender parity in Registered Liquidators.

A significant barrier to registration is the current
requirement to have 4,000 hours of work on ‘Court
Appointed’ liquidations over a 5-year period.

This requirement does not account for the division of
domestic labour and childcare as there are no pro-rata
considerations for parental leave or casual/part-time
work.

Such outdated practices are brought into sharp focus by
UK registration provisions which require 600hrs over 3

years, with an exam to validate the candidate’s eligibility.




CAUSAL OF EMPLOYENT TYPE BY GENDER S

Waorkforce composition by gender and employment status

Women currently

represent 51% of the
| e | Australian
v workforce.
womern 1 However, women are
- concentrated in
e more vulnerable
— casual and part-
time roles.

roportion of women and men employees by employment type. (WGEA, 2024)
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BARRIERS TO WOMEN IN MALE DOMINATED INDUSTRIES

Working patterns of
female dominated industries (%)

25
36 Casual

Full-time

39

Part-time

Working patterns of
male dominated industries (%)

9

Casual

/

Part-time

84

Full-time

Working Patterns of Male and Female Dominated Industries (WGEA, 2022)

Working patterns of
gender-mixed industries (%)

32
Casual
48
Full-time
19
Part-time

1
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INDUSTRY GENDER SEGREGATION

Industry

Mining
Construction
" Gas, Water and Waste Services
Transport, Postal and Warehousing
Manufacturing

Public Administration and Safety
Agriculture, Forestry and Fishing

Wholesale Trade

Information Media and Telecommunications
Rental, Hiring and Real Estate Services
Professional, Scientific and Technical Services
Administrative and Support Services

Arts and Recreation Services

Financial and Insurance Services
Accommodation and Food Services

Other Services

%

Education and Training

(

Health Care and Social Assistance

Women
(%)

22
26
26
26
28
30
35
36
40
43
44
48
52
52
52
55
56
65
78

Women managers
(%)

23
19
25
27
26
27
22
30
36
38
38
46
45
42
45
52
49
55
71

Women KMPs
(%)

23
20
28
27
27
28
29
27
36
31

31

40
38
33
37
47
35
49
59

Women CEQOs
(%)

8
6
4
8
9

14
2
10
18
9
16
23
23
13
13
29
14
37
50

S—

<

Across the workforce, women and
men are concentrated in different
industries. Of Australia’s 19 industry
groups, just 9 have at least 40%
women and men.

Women are concentrated in lower
paid Health Care and Social
Assistance and Education and
Training sectors and least
represented in higher paid
Construction, Trades, Energy and
Mining sectors.

Proportion of women employees and representation in management
by industry. (WGEA, 2024)
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LEVEL WITHIN THE HIERRRGHY ASX200 - GEO PARITY IN THE YEAR 2193AD <

40/40/20 by
2026 in ASX100?

It is worth noting

40 /that women are
2t above 50% on
New ASX gender reporting g(ta:teeraBloZr:ng;: d
@ guidelines and ongoing AICD above 40% as
push for female board members

chairs.
25
20
30% Target Reached

15

10 — '
g‘g,/Dgln% On current trend

o LU 5 gender parity in CEO
Target in .
2015 roles for ASX200 will
: 0 occur in 2153.
New target e N = W W P~ 00 T O o e M s W W M~ 00 h O o e e s W
set at S 8 8 8 8 8 E 88 823 235 5235 82835 589 898 88 8
40/40/20 e~ 0 1 o~ e~ o e 4 e e e e e e e e e e e e e e
in 2019. .
e CE() e Chair Board

Projected from ‘Census of Women in Leadership’ EOWA 2002 - 2012,
ASX Company Database 2013-2025 (Feb 28, 2024), AICD (August 2024) 15



LEVEL WITHIN THE HIERRRGHY - WHOLE ECONOMY

Thereis a
continuing
blockage for
women wanting
to enter CEO
roles

% women 2018-19 17%

30% <=
% women 2018-19* 2023 Heads of Business
37%
% women 2018-19 31% 2023 Key Management Personnel
36%
% women 2018-18 32% 2023 Other Executives and General Managers
39%
%women 2018-19 36% 2023 Senior Managers
44%
% women 2018-19 43% 2023 Other Managers
51%

% women 2018-18 50% 2023 Australian workforce

Reporting data from 4,795 firms with > 100 employees. WGEA (2024)

+5% over 8 years (another
45 years until parity)

Misleading, as not all CEO
pipeline roles

Average of 6.6% total
increase over 8 years
(parity in 20 years?)
Unlikely, unless workforce
and, particularly, full-time
participation rates increase.

71.1% for men and 63.5% for
WOoMmen. (aBs, 2025)
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GENDERED PROGRESSION PATHWAYS TO GEO

Executive Leadership Team (ELT) - Line
roles drive key commercial outcomes and
usually come with profit and loss
responsibility and include the Chief
Executive Officer, Chief Operating Officer
and Group Executives.

Over 98% of new CEO appointments
come from these and Chief Financial
Officer roles. However, the pool of women
in these roles is relatively low.

Chart 5: Proportion of women in CEO Pipeline roles by ASX sub-group in 2025

%100
80
60

40

20 % Men

ASX 100 ASX 101-200 ASX 201-300

CEW Senior Executive Census (2025)
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LIKE-FOR-LIKE
EGCONOMY WIDE
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OCGUPATIONAL GENDER SEGREGATION S

At a national level, women are concentrated in occupations that are generally lower paid, reflecting the undervaluation of
women's contributions to the workforce. There has been little change in occupational segregation over the last five years.

Since 2018-19, the greatest changes in the proportion of women and men in non-manager occupations have been in the
male-dominated occupations of Labourers, Technicians and Trades Workers, and Machinery Operators and Drivers

(increasing the proportion of women by 5pp, 4pp and 3pp respectively). There are not similar shifts of men to into roles that
are historically undertaken by women.

Clerical and 72 )
Administrative Workers g
| f f f f - = : Indoor
Community and Personal 71 3 =—
Service Workers ; ROIGS
Technicians and 18 - - : OUtdOOI’
Trades Workers -
; : ; : : ; Roles
Machinery Operators 16 :
and Drivers : —
0% 10% 20% 30% 40% 50% 60% FO% 80% 20% 100%
Proportion of women employees
and representation by occupation Wormnen
across industry. (WGEA, 2023) B nmen 19




ADDRESSING LIKE-FOR-LIKE

‘Game-changing’ rulings grant big gender gap catch-
up pay rises

Li hi I
° wo v RELATED QUOTES
& RHC  $31.310 v -0.48%
- The government’s workplace tribunal has recommended pay rises of up to
) 30 per cent to hundreds of thousands of early childhood workers and health

David Marin-Guzman professionals in landmark decisions that try to fix gender imbalances in key
Workplace correspondent industries dominated by women.

Updated Apr 16, 2025 - 5.25pm

Testpubjichedatl.05pm Business groups said the rulings would cause a dramatic wages spike in the

Os P affected industries where many operators were already struggling with
ave hare

costs, and the tribunal itself warned parents would face higher childcare
88 Gift this article fees unless the federal government committed more money to pay for the
recommended increases.

v

April 2025 — Up to 30% pay increase for childcare workers

)

Changes introduced into the Fair Work Act in 2022
allowed wage cases to reference ‘like-for-like’
roles and pay across, rather than within industries.

The Fair Work Commission undertook a review of
five “priority” awards:

. Aboriginal and Torres Strait Islander Health Workers and Practitioners and
Aboriginal Community Controlled Health Services Award 2020

. Children’s Services Award 2010
. Health Professionals and Support Services Award 2020
. Pharmacy Industry Award 2020

. Social, Community, Home Care and Disability Services Industry Award 2010.
The review identified systemic pay inequity,
opening the path to significant like-for-like pay
iIncreases, through the award system.

20



OVERALL EGONOMIC OUTGOMES - GENDER DISPARITY IN RETIREMENT

18-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65-69

70-74

75+

$5,394

$19220

$41,268

$74,130

$108,344

$144,272

$177194

$202,583

$219773

$217954

$214,749

$185,228

Median Super Balances by Age

$4.963

$19162

$36,016

$57,566

$79445

$107,888

$122,150

$140,662

$163,218

$199006

$215,202

$179928

Required for Comfortable Retirement

)

35

36

37

39

40

41

42

47

48

49

50

$mM,500

$122,500

$133,000

$144,000

$156,000

$168,000

$179.000

$190,000

$201,000

$213,000

$226,000

$239000

$252,000

$266,000

$281,000

$296,000

The Association of Superannuation Funds of Australia (ASFA) — July 2025

https://reviewmysuper.com.au/superannuation-

news/average-super-balances-by-age/
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Society/Government

1
Sc?:;:rr.igljilt?/ & Gender segregated economy - Iﬁ
. STEM, trades, etc
stereotyping
Value of 2 Models of the ideal
work & work worker/manager E
roles e Gender roles

Organisation

Requirements for extended hours or work
— travel

[

Famil

1

Structure & organisation of work E
e Job classifications
e Job hierarchy

Bias in pay & promotion
e Gender pay gap

e Development job opportunities
e Merit for promotion
e Differences in pay expectations

=

Expectations |2_7

Individual

Innate gender 35

surrounding

differences

maternity &
early nurture

t

Bias in recruitment & selection
e Maybe baby
e Similarity attraction

=

Availability of [23]

extended family for
childcare

e Childbirth

e Nurture

e Menopause

@ Role of estrogen,
progesterone &

testosterone
e Sexuality

!

1

e Unconscious bias

Male dominated networks & 8
limited access to networking
opportunities

¥
Limited access to mentors & Ii

Political [54]

representation &

Australian
cultural
norms

mentoring
e Homosocial reproduction
e Sexual innuendo of cross-gender

Evaluative bias in performance assessment Iﬁ
e Double bind

Timing & IQ

Division of Iﬂ
domestic

labour & spouse

contribution

number of

e Role congruence & job fit

Work flexibility 20
e Availability
e Attitudes towards flexibility

e Office architecture
e Hybrid workplaces

Male patterns of working embedded in Iﬂ.
eligibility criteria for industry qualifications

children
1 Attitude I=3
towards work & |+
Decisions 30 working Parental Iﬁ
regarding attitudes to
career/carer gender &
orientations division of
o Work/life labour
conflict

e Valuing of
caring vs paid
work

Industry/field segregation based upon |46

|_ Self-confidence, Iﬂ

self-efficacy,

self-promotion
& networking

Leave & childcare provisions IE
e Effect on career trajectory
e Effect on retirement outcomes

Employment type segregation E

empowerment mentoring
Gendered Iﬂ
education
systems

—| Reproductive rights 42
Role of 44 p 8
media in perceptions of gender suitability
reinforcing —»I Provision of paid childcare Iﬂl_
stereotypes [

Provision of paid parental [£
Government Ii *| leave —
disposition
towards _ 41
legislated Domestic violence
social support & prevention e Casual
engineering e Part-ime
Provision of before & 12 e Full-time

Role of State |45 —| after school care & vacation p—
vs Federal care Number of women |22
agencies, in upper echelons
government —>| Targets & quotas IE'—* e Social identity
departments, ® Tokenism
interest groups I 14

—| Equal pay for equal work
& a(flvocao/ Sexual assault, IZ_?’.
bodies - ) harassment & direct

—»I Gendered Taxation Laws discrimination
Shared 4 e Feminist views
definition of Gender discrimination IE e Consequences of
gender equality —| laws reporting

e Religious exemptions
4 e Domestic/Family

Understanding & valuing of gender diversity

e Social justice case
e Diversity case

e Economic case - economic modelling

[5]

violence

Diversity as a strategic
business imperative

24

Leveraging Ié

diversity in
group dynamics

Funding of training
& development, &
diversity related
initiatives

Gl

]

Human & 134 Australian
o] Carcer & role 2] [ ot
patterns preferences

e Childhood

e Career

e Sexual |_39

orientation

Individual capital
e Availability of role
models & mentors

e Access to networks
e Bias in recruitment,

assessment, pay &
promotion

38 e Race

e Age

<+— e Socio/economic |<—
background

e Education

e Language

e Disability

Stereotypical Iﬂ
Behaviours & Norms

Intersectionality: eDisability eCALD eLGBTQI+ eSocio-economic status eRural, remote, regional eIndigeneity IS_I

e Collegiate/Collaborative
e Agentic/Individual

Currently addressed in
the National Strategy —
Wholly/Partially

22

The Persistence of Global Workplace Gender Inequality: What Does a Wicked Problems Framework Bring to HRM Research and Practice? - Fitzsimmons et al., 2024



THE QUESTION OF
MERIT




24

ASX 50 CEOs
November 2025

The ASX 50 Control 40% of Australia’s GDP.




PRIVILEGED OR DOMINANT GULTURE - GENDER & INTERSEGTIONALITY <

° L.,g ~ Vol .f‘b\o

Q
3Z1ryNiouvYW -

Size Menta\ Ve

Wheel of Power/Privilege. Vanderwoaerd. (2016)

The ‘Wheel of Privilege’ (Duckworth, 2016) and the
‘Web of Oppression” (Vanderwoerd, 2016) are
attempts to map the ‘other’. The ASX50 has the
highest gender balance, it goes down from there.

In the case of ASX200 CEOs, the ‘other’ is anyone
other than white, heterosexual, able bodied, married,
men over 45 years old and over 5’ 8”.

Doing the math: 49% (Men) x 50% (over 58”) x 54% (Anglo) x 40% (over

45yrs) x 95.5% (Straight) x 78.6% (without disability) x 50.3% (married) = 2% of the
Population vs 84% ASX200 CEOs. The ASX 50 Control 40% of Australia’s GDP.

Each of these ‘others’ is, to some degree, more or
less disadvantaged in reaching CEO roles. Arguably,
by drawing on such a small pool of talent, we reduce
optimal organisational outcomes and that of the
nation overall. 25



NEED FOR DEI - THE INTERSECTIONALITY PRY GAP (- nooep 1o AVERAGE GAP) —

PhYSiCa| Disability (8_18%*) Equality and Human Rights Commission (UK) — 2017

(https://www.equalityhumanrights.com)**

Mental Disability (19%*) Equality and Human Rights Commission (UK) — 2017 (https://www.equalityhumanrights.com)**

Men in the LGBTQ+ Community (4%) Human Rights Campaign Foundation (US) — 2018 (https://www.hrc.org/resources)**
Women in the LGBTQ+ community (13%*) tuman rights Campaign Foundation (US) - 2018 (https://www.hre.org/resources)™
Non-binary, genderqueer, genderfluid (30%) Human rights Campaign Foundation (US) - 2018 (https:/jwwwhrc.org/resources)*
Trans Men (30%) Human Rights Campaign Foundation (US) — 2018 (https://www.hrc.org/resources)**

Trans Women (40%) Human rights Campaign Foundation (US) — 2018 (https:/fwww hrc.org/resources)*

Aboriginal and Torres Strait Islanders — Major Cities (30-51%) australion istitute of Health & welfare

(2022) (https://www.aihw.gov.au)

Aboriginal and Torres Strait Islanders — Regional to Remote (52-85%) aiw (2022) (hitps/wwwainw gov.aw)

CALD - From Non-native English-speaking countries (16-24%%*) sss

(2019) https://www.abs.gov.au/statistics/people/people-and-communities/characteristics-recent-migrants/latest-release 26

** Data is very difficult to obtain for Australia and includes a wide range of circumstances



PUSHBAGK AND THE ENTRENGHING OF “MERIT

Unthinkable?

Words and phrases that
are banned or scrubbed
from US government
websites and documents
and/or flagged for review
by Federal agencies in
Compliance with Trump’s
Executive Orders of 20t
January 2025.

Source: https://pen.org/banned-words-list/

ivocacy
advocate
advocates

affirmative action

mative action

ams

care

affordable home

e housing

ural water

anti-racism
antiracist
ysexual

ned at birt}

d femal

assigned male at

t
at risk
autism

av on fuel

bioenergy
biofue
biogas
biomethane
b

sses towards
gically female
gically male

black and latir

breastfeed + peog

breastfeed + per
Cancer Moonshot
carbon emissions

mit

on
»n footprint

yon markets

bon pricing

carbon sequestratior

2d + people

od + person

energy

ean power

clean water

e accountability

ste change

climate-change

nate crisis
c te consulting
climate models
nate model
€ silience
C ate risk

mate smart agriculture
mate smart forestry
climate variability

commercial sex worker

t

unity
'munity diversity
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nfirmation bias

sntaminants of

environmental concern

ritical race theory

ral competen

cultural differences

sral heritage

ral relevance

ral sensitivity
rally appropriate

rally responsive
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y guidelines

aprocessed foods
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rated
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discriminatory

discussion of fed

Jera
policies
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diverse
diverse backgrounds

diversified

diversify
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diversity, equity, and
nclusion
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EJ
J
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electric vehicle
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enhancing d
entitlement
environmenta

environmenta

equal opportunit
equality
equitable
equitablenes
equity

ethanol
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excluded
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expression
female

females

feminism

stering inclusivity

gender based
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der diversity

nder dysphoria

nder expre

ender identity

ide
affirming care

nonconf
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endered

genders
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GHG monitorin
GHG modeling

bal warming

zreen infrastructure
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emission
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peech
health disparity
health equity
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hispanic minority
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: affordability

plicit bias
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nclusive leadership
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rease diversity

rease the div

ntersectional
ntersectionality

tersex

ssues concerning pending
egislation

sstice40

key groups

key people

key population

Latinx

esbian

LGBTQ

ow-emission

w-income |

» dominate

alize

marginalized

marijuana

tr

nbrane fil

1 who hav

en
mental health
methane emissions

microplastics

grant

orities

t

minority
minority serving institution

yst risk

slticultura

n-binary

nonbinary
ncitizen
n-conforming
npoint source pollution

lear energy

nuclear power
obesity
opioids
oppression
oppressive
ntation

sexual

peanut allergie

ple of color

+ uterus

are

person-centere
person-centered care

otovoltaic

PFAS

PFOA

polarizat

political

pollution

pollution abatement
pollution

remediat

prefabricated

housing
pregnant people
pregnant person

pregnant persons
prejudice
privilege
privileges
promote

promote

promoting diversity
pronoun

pronouns
prostitute

pyrolysis

queer

QT

race

race and ethnicity

racial

racial diver

racial ide
racial inequality
racial justice
racially

racism

runoff

rural wate

safe drinking water

science-ba

ediment

remediatior

self-assesse

sense of be

sexuality

social ju

social vulnerability
socio cultura
sociocultura

socio economic
socioeconomic
status

soil pollution

solar energy

slar power

pecial populations
stem cell or fetal tissue rese

ereotype
stereotypes

subsidized |

sustainable construction
systemic
they/them

tile drainage

topics of federal investiga

topics that have received recen

attention from Cor

ress
topics that have received
despread or critical media
attention
sgender
transgender military personne

transgender people

transitional hc

transexual
transexualism

ansexuals

ma

aumatic

two-spirit
unconscious bia

under appreciated

underprivile

under repre

derrepresentation
underrepresented
underserved
under served
understudied
undervalued
vaccines

ctim

tims
vulnerable

vulnerable p ations

water collection
water conservation
water distribution

water efficiency

water management

water poll

water storage
water treatment
water quality

ce

white privileg

nd power

yman
men

vomen and underrepresented

"Who controls the past controls the future; who controls the present controls the past.” George Orwell “1984”"

27



IMPAGT OF THE TRUMP REGIME DEI ORDERS ON RUSTRALIA

There has been elevated pushback on DEI using the argument of
MERIT. This has emboldened misogynist elements to push back on
women's rights and caused organisations which were never
committed to DEl to cease or de-fund their initiatives.

1. DEl initiatives act to address obstacles and correct
disadvantages, so everyone has a fair chance of being hired,
promoted and paid, regardless of personal characteristics.

2. DElinitiatives ensure every person has a genuinely equal
chance of accessing social goods and an equal chance to
collaborate in driving organisational outcomes.

Withdrawal of DEI programs of US based companies and platforms
operating in Australia don't just hurt women, but they're also
affecting culturally and linguistically diverse people, Indigenous
people, people with disabilities, lesbians and gay men, transgender
folks, and other diverse groups.

These groups make up more than 70% of our workforcel!ll

GENDER
€}

Some gender identity terms include:

Wheel of Power, Privilege, and Marginalization
— Duckworth (2021)
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WHAT IS AT STAKE IN AUSTRALIA? —

1. Imagine a workplace where the vision impaired are not provided screen
readers, where buildings are inaccessible to those in wheelchairs, where
those with injuries are not provided ergonomic desks and chairs. At some
point we all need support. These DEl initiatives are not just for “others”, they
are for all of us (getal, 2025)

2. Discrimination against queer people and homophobia has increased in
Australia in the last year. Research at the University of Newcastle has
identified ‘religious bigotry in the United States,” promulgated by Trump's
executive orders and ongoing rhetoric as impacting how some Australian’s
are thinking and acting.

3. Use of language to undermine DEI principles. ‘Woke' is defined as “alert to
racial or social discrimination, violence and injustice.” So, I'm woke and I'm
guessing you are too. We need to be unapologetic about DE|, it's
contributions and confront push-back head on.

4. Be mindful of US content, particularly Al. Biases in data scraping used by Al
and the code produced by all male Al coders in the US tech giants, can
perpetuate or widen gender equality gaps. Examples include using Al to

generate position descriptions, recruitment adverts and interview protocols.
(UN, 2024) 29




THOUGHTS FOR TURBULENT TIMES

Current US policy on DEl is ideologically driven,
largely by a conservative MAGA world view
contained in ‘Project 2025, getal, 2025)

There is absolutely no empirical evidence to
support these views as viable organisational
strategies ¢amiton eral, 2025). IN fact, the contrary is true...
and most of this evidence comes from the US
itself!!!

Inclusion is the Business Case and so from the
point of view of Executive Leadership Teams and
other key stakeholders, the ideology emerging from
the US must not only be resisted, but be pushed
back upon, lest we wish to go back to lower
productivity, lower workforce participation and
lower employee well-being in our organisations.
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