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WHO IS WHISE? 
Women’s Health in the South East (WHISE) is a not-for-profit organisation founded in 1992. 

WHISE provides promotion, advocacy, support and education services for women’s health in 
the Southern Metropolitan Region of Melbourne. We work with governments, organisations, 
education providers, health practitioners and community groups. 

WHISE is part of a network of women’s health services across Victoria. The Women’s Health 
Services Network (WHSN) focuses on empowering women, working to improve health and 
wellbeing of women within our community. 

Our area of work is called the South Metropolitan Region and consists of approximately 1.3 
million people, representing about one-quarter of the state’s total population. 

Our work can cover the 10 local government areas of Kingston City Council, Frankston City 
Council, Mornington Peninsula Shire Council, Greater Dandenong City Council, Cardinia Shire 
Council and Casey City Council. 

The Bunurong and Wurundjeri people of the Kulin Nation are the Traditional Owners of the lands 
that now make up the Southern Metro Region of Melbourne. 

 

ACKNOWLEDGEMENT OF COUNTRY 
Women’s Health in the South East acknowledges Aboriginal and Torres Strait Islander peoples 
as Australia’s First Peoples and the Traditional Custodians of the lands, waterways and skies 
where we work, live and play. We celebrate that this is the oldest continuous living culture in 
the world, and that sovereignty was never ceded. This always was, and always will be, 
Aboriginal land. 

A note on language: the word "apprenticeship" 

We use the term "apprenticeship" because it is the language of current Australian skills policy. 
We do so knowing it is not a neutral word for Aboriginal and Torres Strait Islander people. 

Across every state and territory, Protection Acts from the late 1800s through to the late 1960s 
gave government boards the power to remove Aboriginal children from their families and place 
them into "apprenticeships" — a system not of genuine training, but of forced labour, wage 
theft, and deliberate cultural erasure. Girls as young as twelve were sent into domestic service. 
Boys were bound to pastoral stations. Wages were taken by the state. Children were placed as 
far as possible from their communities and warned not to return. Some parliamentarians called 
it, plainly, slavery. 
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The intergenerational impacts of this system are present in Aboriginal and Torres Strait Islander 
lives and communities today. 

We use this term because policy requires it. We do not use it without remembering what it has 
meant. 

Source: Towards Truth — Child labour under the Aborigines Protection Act. towardstruth.org.au 

 

WITH THANKS 
Women’s Health in the East thanks the Victorian Government and in particular, the Office of 
Women, and the Women in Manufacturing Strategy for their support of this project, Nice Work If 
You Can Get It. 

 

McMahon, K., & Nicholson, K. (2025, updated 2026). Nice Work If You Can Get It: Evaluation 
report. Women's Health in the South East (WHISE). Funded by the Victorian Government 
through the Women in Manufacturing and Energy program. https://whise.org.au/nice-
work-if-you-can-get-it-2/ 
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EXECUTIVE SUMMARY:  
Project Overview 
The "Nice Work If You Can Get It" project was a groundbreaking Victorian Government-funded 
initiative led by Women's Health in the South East (WHISE) to address systemic gender 
inequality in the manufacturing sector of Southern Metropolitan Melbourne. Running from June 
2024 to June 2025, this collaborative project involved Chisholm Institute and the South East 
Melbourne Manufacturers Alliance (SEMMA) to transform the skills pipeline and create 
sustainable cultural change. 

Target Context 
The project addressed significant gender disparities in a region employing approximately 
19,400 people across 3,000+ manufacturing businesses. Regional data revealed stark 
inequalities, with most engineering qualifications recording zero female completions and only 
two showing minimal female participation (Certificate II Engineering: 33% female, Certificate III 
Fabrication Trade: 9% female). 

Key Achievements 
Educational Institution Transformation 

• 53 participants completed unconscious bias and intersectionality training 

• Female student attrition rates dramatically improved from 60% in 2022 to 16% in 2024 

• 15 female students participated in dedicated Women's Forums 

• Gender equity discussions became integrated into regular staff meetings and 
operational planning 

• 30 TAFE educators completed four-session Gender Impact Assessment capacity 
building, showing 11-33% improvement in understanding gender equity concepts and 
establishing Australia's first GIA application to manufacturing education 

Industry Engagement 

• Engaged 15 manufacturing organisations through industry forums 

• Partnered with SEMMA representing 230+ companies 

• Delivered three industry seminars on diversity recruitment, flexible working, and project 
outcomes 

• Notable shift in industry attitudes, with manufacturers becoming "more positive" and 
"more open" to hiring women 
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Systematic Change Framework 

• Developed Australia's first Gender Impact Assessment (GIA) for engineering and 
manufacturing training 

• Created 16 specific recommendations across cultural change, institutional 
governance, and industry partnerships 

• Established mentoring programs connecting female apprentices with industry 
professionals through "Steel Chicks" partnerships 

Critical Success Factors 
The evidence shows that the success factors of this project comprise: 
Organisational Readiness as Foundation: Chisholm Institute's prior investment in respectful 
workplace behaviours and cultural change created essential foundation for rapid progress. The 
institution's five-year commitment to anti-bullying measures, discrimination awareness 
training, and strategic recruitment improvements enabled the Gender Impact Assessment 
process to achieve 11-32% improvements in participant understanding across key areas, with 
73% rating their overall GIA comprehension as "high" by completion. Without this 
demonstrated organisational commitment to cultural change, the systematic methodology 
would likely have encountered significant resistance rather than achieving measurable 
transformation. 

Tri-Sector Partnership Model: The collaboration between community health (WHISE), 
education (Chisholm), and industry (SEMMA) addressed barriers across the entire skills 
pipeline simultaneously, creating comprehensive ecosystem change rather than isolated 
interventions. This partnership model proved crucial for the GIA process, as WHISE's gender 
analysis expertise combined with Chisholm's educational context and SEMMA's industry 
connections provided credible, sector-relevant methodology that technical educators could 
engage with meaningfully. 

Evidence-Based Approach and Manufacturing-Appropriate Methodology: The systematic 
Gender Impact Assessment process provided credible data to support interventions and 
overcome resistance, whilst the strategic adaptation of familiar manufacturing problem-solving 
techniques rather than community health methodologies proved crucial for engaging technical 
educators. This sector-specific, evidence-based approach increased credibility amongst staff 
who could relate analytical processes to their existing professional expertise, contributing to 
higher engagement and demonstrable knowledge retention that could be measured and 
communicated to data-driven institutional leadership. 

Integration with Existing Operations: The embedding of gender equity discussions into routine 
staff meetings, operational planning, and existing professional development frameworks 
ensured sustainability beyond the training period. Rather than creating parallel systems 
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requiring ongoing external funding, this integration approach minimised additional workload 
whilst maintaining continuous focus on equity outcomes through established institutional 
mechanisms. 

Systematic Methodology Over Ad-Hoc Interventions: The four-session structured approach 
demonstrated that comprehensive capacity building achieves measurably superior outcomes 
compared to one-off training events. The systematic progression from problem identification 
through to strategic recommendations enabled deep institutional learning rather than surface-
level awareness, creating sustainable analytical capabilities within the organisation. 

Recognition of Ongoing Development Needs: The finding that intersectionality showed both 
the largest improvement (32%) and remained at moderate comprehension levels for many 
participants highlights that comprehensive gender equity work requires sustained, multi-phase 
capacity building rather than single-intervention approaches. This evidence-based recognition 
of gaps provides clear direction for future institutional development priorities. 

Key Challenges Identified 
Student Experiences 

Based on comprehensive student forums, female participants reported: 

• Persistent workplace harassment and "locker room talk" 

• Constant need to prove competence despite qualifications 

• Lack of flexible work arrangements for parents 

• Professional isolation as often the "only woman" in workplaces 

• Limited visible female role models in fully-qualified positions 

Implementation Barriers 

• Industry resistance and perceived disconnect between government programs and 
employer needs 

• Time constraints and competing priorities in educational settings 

• Significant data gaps (68% of female student withdrawals had unspecified reasons) 

• Limited intersectional approaches for multiply marginalized groups 

Most Significant Changes (Stakeholder Perspectives) 
Educational Leaders: "The biggest change is probably me... having a better understanding of 
the breadth and depth of things we can do to change so we have a better, inclusive 
environment." 
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Students: Increased confidence and stronger peer networks, with participants feeling "less 
isolated and more empowered to persist with their studies." 

Industry: Observable shift in tone from suspicion to openness regarding hiring women and 
workplace diversity. 

Sustainability and Transferability 
Embedded Changes 

• Gender equity integrated into routine staff meetings and professional development 

• Dedicated gender equality representatives across departments 

• Enhanced data collection and reporting mechanisms 

• Ongoing mentorship partnerships with major companies 

Replicable Framework 

The project created a scalable model applicable across: 

• Other male-dominated industries (construction, automotive, ICT) 

• Different educational institutions and TAFEs 

• Various jurisdictions seeking gender equity transformation 

Strategic Recommendations 
1. Prioritise Organisational Readiness: Future implementations must assess partner 

commitment to cultural change before project commencement 

2. Invest in Multi-Year Funding: Sustainable transformation requires 2-3 year 
commitments rather than short-term interventions 

3. Develop Industry Champions: Sustained employer engagement needs early 
relationship building and tangible benefit demonstration 

4. Enhance Data Infrastructure: Robust tracking systems essential from project 
inception to measure impact and address retention issues 

5. Scale Intersectional Approaches: Future work must explicitly address experiences of 
women from diverse backgrounds 

Bottom Line Impact 
This project successfully demonstrated that coordinated action across education, industry, 
and community health sectors can create measurable change in traditionally male-dominated 
industries. The dramatic improvement in female retention rates (60% to 16% attrition) and 
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embedded cultural transformation at Chisholm Institute provide compelling evidence that 
systematic gender equity interventions deliver tangible outcomes. 

The "Nice Work If You Can Get It" project establishes a replicable framework for addressing 
gender inequality while building the business case for diversity as an economic imperative in 
addressing critical skills shortages. With 65% of shortage occupations having 80%+ male 
workforces, this model offers crucial pathways for sustainable workforce development and 
gender equality advancement. 
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SECTION 1 
Project Overview 
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PROJECT PURPOSE AND ROLE 
The "Nice Work If You Can Get It" project is a groundbreaking Victorian Government-funded 
initiative designed to address systemic gender inequality in the manufacturing sector of 
Southern Metropolitan Melbourne. Led by Women's Health in the South East (WHISE), this 
collaborative project tackles the persistent barriers that prevent women from entering, 
completing, and succeeding in manufacturing apprenticeships and employment. 

The project's central role is to transform the skills pipeline by working directly with the key 
conduit for the manufacturing workforce in the region—Chisholm Institute—while 
simultaneously engaging with industry partners to create sustainable cultural and structural 
change. 

Key Objectives 
The project is structured around four core objectives: 

1. Conduct a Comprehensive Gender Impact Assessment (GIA): Systematically identify 
barriers, assumptions, and opportunities for creating gender-equal employment and 
skill pathways in the regional manufacturing industry 

2. Apply Intersectional Gender Equity Principles: Facilitate strategic transformational 
change and provide practical support, prioritizing the lived experiences of women in the 
industry 

3. Build Capability and Capacity: Train key TAFE staff in gender and pedagogy, including 
managing resistance and backlash, while building leadership capacity to ensure long-
term sustainability 

4. Strengthen Industry Relationships: Foster deeper connections with local 
manufacturing industries to promote gender equality and drive change within the 
vocational education and training (VET) ecosystem 

Target Impact and Reach 
The project targets Southern Metropolitan Melbourne's manufacturing sector, which employs 
approximately 19,400 people across more than 3,000 businesses. This diverse industrial base 
includes small to medium enterprises (SMEs) and larger companies engaged in design and 
precision engineering, manufacturing technology, logistics, automotive manufacturing, food 
and beverage production, and medical equipment and pharmaceuticals. 

Current Context: Regional data reveals significant gender disparities, with most engineering 
qualifications recording zero female completions, and only two qualifications showing any 
female participation—Certificate II in Engineering (33% female completions) and Certificate III 
in Engineering Trade - Fabrication Trade (9% female completions). 
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EXPECTED OUTCOMES 
The project aims to deliver measurable and sustainable change through: 

• Increased Participation: Higher numbers of women completing manufacturing 
apprenticeships and securing related employment 

• Cultural Transformation: Enhanced capacity and confidence among educators, 
supervisors, and industry liaison personnel to recognize and address gender disparities 

• Systemic Change: Implementation of gender-responsive policies and practices within 
TAFE and partner manufacturing organisations 

• Industry Leadership: Positioning the region as a model for addressing gender inequality 
in traditionally male-dominated industries 

• Knowledge Transfer: Creation of a replicable framework applicable to similar contexts 
across Victoria and beyond 

Key Partners and Their Roles 
Women's Health in the South East (WHISE) - Project Lead 

As the lead organisation, WHISE brings expertise in gender equality advocacy, community 
health promotion, and intersectional analysis. Established in 1992, WHISE provides overall 
project management, facilitates the Gender Impact Assessment process, and delivers 
capacity-building programs focused on gender equity and managing resistance to change. 

Chisholm Institute of TAFE - Education Partner 

Chisholm serves as the critical education partner, providing the primary site for project delivery 
and access to manufacturing students, educators, and learning programs. As a government-
owned TAFE with strong industry connections, Chisholm offers real-world context for examining 
and transforming gender disparities in technical education. The institute contributes dedicated 
staff resources ($40,000 project contribution) and actively participates in developing 
sustainable solutions. 

South East Melbourne Manufacturers Alliance (SEMMA) - Industry Partner 

SEMMA connects the project directly with the manufacturing industry, representing over 230 
companies in the region. As the industry voice, SEMMA facilitates employer engagement, 
organizes industry forums, and ensures project outcomes align with real workplace needs 
($15,000 project contribution). Their participation bridges the gap between educational 
institutions and industry practice, making sustainable change possible across the entire 
apprenticeship ecosystem. 

Governance and Timeline 
The project operates under a collaborative governance structure including: 
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• Project Leadership: WHISE Project Manager/Lead 

• Steering Committee: Representatives from all partner organisations, female TAFE 
students, local employers, and Australian Apprenticeship Support Network (AASN) 

• Timeline: June 2024 to June 2025 

Innovation and Significance 
This project represents a paradigm shift from traditional approaches that focus on "fixing 
women" to instead addressing the systemic barriers within education and industry structures. 
By targeting the crucial relationship between TAFE and manufacturing employers—the linchpin 
of the skills and workforce pipeline—the project creates a scalable model for sustainable 
gender equality transformation. 

The initiative aligns with Victoria's Women in Energy and Manufacturing strategies, 
demonstrating how coordinated action across education, industry, and community health 
sectors can create lasting change in traditionally male-dominated industries. 
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SECTION 2 
Evaluation Activities 

• Key Stakeholder Interviews on Project 

• Evaluation of Unconscious Bias and Intersectionality Capability Building 

• Evaluation of GIA Capacity Building 
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KEY STAKEHOLDER INTERVIEWS ON PROJECT 
INTRODUCTION 
This section synthesizes the key themes and impacts identified by project leaders through a 
series of interviews, analysed using the Most Significant Change (MSC) technique. The "Nice 
Work If You Can Get It" project aims to address gender inequality in manufacturing and 
engineering pathways. The MSC approach allows for the identification of emergent and often 
unexpected changes, providing a rich, qualitative understanding of the project's influence from 
the perspectives of those most closely involved. 

METHODOLOGY: MOST SIGNIFICANT CHANGE (MSC) APPROACH 
The Most Significant Change (MSC) technique is a participatory monitoring and evaluation 
approach that focuses on collecting and analysing "significant change (SC) stories." For this 
report, the "stories" are derived from the interview transcripts of key project leaders. The 
process involves: 

1. Defining Domains of Change: While not explicitly predefined for the interviews, the 
core themes emerging from the project's objectives (e.g., gender equity, workplace 
culture, capacity building, industry engagement) served as implicit domains. 

2. Collecting SC Stories: The interview transcripts themselves serve as the raw material 
for SC stories, capturing the perspectives of the Senior TAFE Manager, Manager of 
Manufacturing and Engineering department, Manager of Education team, Industry 
Leader, and Employer in Industry. Each interview provides insights into what the 
individual perceives as the "most significant change" and why it is significant to them. 

3. Selecting the Most Significant of the Stories: This report acts as a meta-analysis, 
identifying overarching significant changes and their underlying reasons, as articulated 
by the interviewees. The "selection" here is a synthesis of their individual perceptions of 
significance. 

4. Feeding Back the Results: This report serves as a form of feedback, consolidating the 
perceived significant changes and their implications. 

This qualitative approach allows for a deep dive into the nuanced impacts and challenges, 
providing a "thick description" of the changes experienced and valued by the project's key 
stakeholders. 
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Detailed Interview Review: Key Points, Themes, Opportunities, and 
Challenges 
This section provides a de-identified outline of the key points, themes, opportunities, and 
challenges raised by each interviewee. 

Manager of Manufacturing and Engineering department (MME) 
• Key Points: The MME's role was primarily facilitative, ensuring participation without 

direct influence in early sessions. Expectations were open-ended, viewing the project as 
a professional development opportunity. A significant personal change was an 
improved understanding of inclusive practices, leading to leadership in fostering a more 
inclusive environment. The MME actively uses platforms like WHS committees to 
integrate gender equity discussions. 

• Themes: Leadership in gender equity, team maturity, continuous professional 
development, unconscious bias, intersectionality, organisational culture. 

• Opportunities: Incorporating better gender equity questions in student surveys to drive 
data-informed action plans; proactive, face-to-face education; reviewing hiring 
practices for cultural fit to ensure an inclusive environment. Personal growth in gender 
studies and advocacy. 

• Challenges: Ensuring sustained momentum beyond initial training; getting genuine 
buy-in from all staff; the need for data to track progress in an organisation that is "data 
hungry." 

Manager of Education team (MET) 
• Key Points: The MET's involvement was initially logistical, coordinating workshops. 

Observed a significant transformation in staff becoming more open, honest, and aware 
of their assumptions. Highlighted the importance of the process in refining solutions, 
particularly the fourth workshop focused on recommendations. The collaboration with 
"Steel Chicks" for a mentoring program was a standout outcome. 

• Themes: Staff transformation, capacity building, integration of gender equity into 
routine meetings, mentoring, collaboration with external organisations, value addition. 

• Opportunities: Rolling out project recommendations across the wider Chisholm 
network; continuing capacity-building workshops, especially on intersectionality and 
power dynamics; providing female apprentices with role models through mentoring. 

• Challenges: Time constraints for busy teaching staff; ensuring sustained engagement 
and preventing tokenism in gender equity discussions. 
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SENIOR TAFE MANAGER (STM) 
• Key Points: The STM's role involved leading the engineering business area, supporting 

workshops, and ensuring deliverables. Noted increased confidence and stronger peer 
networks among female students. Identified a shift in culture around female 
participation in engineering programs, with staff becoming more aware of subtle and 
overt barriers. Emphasized the ongoing challenge of workplace culture in industry 
settings. 

• Themes: Student empowerment, peer support, leadership awareness, institutional 
change, workplace culture, systemic barriers, phased implementation. 

• Opportunities: Applying the project's approach across other gender-skewed training 
areas (e.g., nursing, childcare); advocating for Gender Equality representatives in 
departments; sharing student lived experiences with industry engagement groups to 
influence workplace practices. 

• Challenges: The inability to directly control workplace culture in external industry 
settings, which can undermine positive educational experiences; resistance from some 
employers to change; ensuring senior leadership support for broader institutional 
rollout. 

INDUSTRY LEADER (IL) 
• Key Points: The IL's role was to partner with WHISE and Chisholm to present the 

program to manufacturing members. Expectations were met in highlighting the need for 
gender equity and promoting opportunities for women. Observed a change in tone 
among manufacturers, becoming more open to hiring women and considering diversity. 
Emphasized the importance of tangible examples of success. 

• Themes: Industry perception, gender equity in manufacturing, workforce diversity, 
leadership role of industry associations, tangible benefits. 

• Opportunities: Continuing to highlight the benefits of gender equity to manufacturers; 
pushing the narrative that manufacturing is a "smart, secure, and sustainable" industry 
with roles open to anyone; further collaboration to sustain the project's profile. 

• Challenges: Overcoming ingrained beliefs and initial suspicion from some 
manufacturers; the need for continuous effort to maintain the program's profile and 
support. 

EMPLOYER IN INDUSTRY (EI) 
• Key Points: The EI's involvement was limited to a few meetings. Expressed a critical 

view of government programs, citing a disconnect between program design and 
employer needs. Emphasized the importance of starting with job opportunities and 
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career pathways rather than "perfecting employees." Stressed the need for measurable 
outcomes and clear targets in government-funded initiatives. 

• Themes: Workforce connection, skills gap, policy outcomes, process vs. outcomes, 
customer-centric approach, tokenism, practical experience. 

• Opportunities: Focusing on creating direct employment opportunities; addressing the 
skills gap through practical, job-first approaches; fostering better understanding 
between government/education and employers. 

• Challenges: The "massive disconnect" between government programs and employer 
needs; programs being "all about process" rather than "outcomes"; lack of measurable 
targets; "tokenistic" approaches to gender equality in some initiatives. 

Key Themes and Most Significant Changes Identified by Leaders (MSC 
Analysis) 
Based on the analysis of the interview transcripts, several key themes and their associated 
"most significant changes" emerged from the perspectives of the project leaders: 

THEME 1: SHIFTING MINDSETS AND INCREASED AWARENESS WITHIN 
EDUCATIONAL INSTITUTIONS (CHISHOLM INSTITUTE) 
Most Significant Change: A profound shift in the understanding and open discussion of gender 
equity, unconscious bias, and intersectionality among TAFE staff and leadership. 

• Manager of Manufacturing and Engineering department (MME): For the MME, the 
"biggest change in the project is probably me... as the manager, me having a better 
understanding of the breadth and depth and the things that we can do to change so 
that we've can have a better, inclusive environment." The MME highlights the move 
beyond "lip service" to genuinely integrating gender equity into monthly staff meetings 
and professional development. The timeliness of internal mandatory training on gender 
equity reinforced these concepts, signaling an organisational commitment. 

• Manager of Education team (MET): The MET expressed immense pride in the 
"transformation of the staff within the workshops, and especially in the capacity 
building sessions." The MET noted staff becoming "extremely open and honest" and 
"more acutely aware" of their assumptions, leading to a new ability to "flip that around 
and think of this in a different way." The normalization of gender equity discussions in 
monthly meetings was also a key change. 

• Senior TAFE Manager (STM): The STM observed a "shift in culture around female 
participation in engineering programmes," particularly how students and staff began 
"speaking more openly about sexism and isolation that often goes unaddressed." The 
STM noted male teachers becoming "more aware" and willing to challenge 
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inappropriate comments, reflecting a broader shift from "boys being boys" mentality to 
one of accountability and inclusivity. 

THEME 2: ENHANCED CONFIDENCE AND PEER NETWORKS FOR FEMALE 
STUDENTS 
Most Significant Change: Increased confidence and stronger peer support networks among 
female students, leading to a greater sense of belonging and persistence in their studies. 

• Senior TAFE Manager (STM): The STM highlighted the "increased confidence" and 
"stronger peer networks" for female students through breakfast events. Students felt 
"less isolated and more empowered to persist with their studies," recognizing the value 
in sharing their lived experiences. The project provided a crucial platform for these 
connections, supported by incentives that acknowledged the students' time and 
contributions. 

THEME 3: CONCRETE ACTIONS AND MENTORING TO ADDRESS ROLE MODEL 
GAPS 
Most Significant Change: The establishment of a structured mentoring program with industry 
partners, directly addressing the lack of female role models for apprentices. 

• Manager of Education team (MET): The MET identified the "collaboration that we now 
have with Steel Chicks" for a mentoring program as the "most significant outcome" 
for them. This program provides female apprentices with access to mentors from large 
companies like BlueScope and Auckland Steel, offering role models and safe spaces for 
career conversations, which was previously a significant barrier. 

THEME 4: INDUSTRY ENGAGEMENT AND SHIFTING PERCEPTIONS OF 
GENDER IN MANUFACTURING 
Most Significant Change: A noticeable change in the tone and openness of manufacturers 
towards gender equity and hiring women, moving towards recognizing the benefits of workplace 
diversity. 

• Industry Leader (IL): The IL observed a significant shift in the "tone of people attending 
events" from suspicion to being "more positive" and "more open" to hiring women and 
considering diversity. The IL noted that manufacturers, seeing tangible examples of 
others succeeding, are now "stepping outside their safety zone" and realizing the 
"benefits of having more women in their workplace." This indicates a growing 
acceptance that manufacturing is "smart, secure, sustainable" and open to anyone with 
the right skills. 
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THEME 5: CHALLENGES IN BRIDGING THE EDUCATION-TO-WORKPLACE 
GAP AND MEASURING OUTCOMES 
Most Significant Change (as a continuing challenge): The persistent disconnect between the 
inclusive educational environment fostered by the project and the realities of workplace culture 
in some manufacturing settings, coupled with a perceived lack of clear, measurable 
employment outcomes from government-funded initiatives. 

• Senior TAFE Manager (STM): The STM identified "the workplace aspect" as a 
significant barrier beyond the project's direct control. Despite positive changes in the 
training environment, workplace culture (e.g., inappropriate behaviour, lack of flexible 
shifts) can still lead to female apprentices leaving. The STM stressed the need for 
employers to "play their part" in improving workplace inclusivity. 

• Employer in Industry (EI): The EI's perspective highlighted a broader systemic 
challenge: the "disconnect" between government programs and employer needs. 
The EI emphasized that programs often fail to "connect the opportunities" (jobs) with 
the "perfect employee," arguing for a "customer-centric approach" that starts with job 
opportunities. The EI expressed concern about the lack of "measurable outcomes" and 
"clear targets" in government-funded initiatives, advocating for a focus on tangible 
employment figures rather than just process. 

Conclusion and Implications for Sustainability 
The interviews reveal that the "Nice Work If You Can Get It" project has successfully initiated 
significant changes within Chisholm Institute, fostering a more inclusive and aware 
environment among staff and empowering female students. The establishment of the 
mentoring program is a tangible and highly valued outcome. 

However, the project's long-term sustainability and broader impact hinge on addressing the 
persistent challenges identified: 

• Deepening Industry Buy-in: While initial openness is observed, sustained effort is 
needed to translate this into widespread workplace culture change and concrete 
employment opportunities. Sharing student lived experiences with industry engagement 
groups and fostering ongoing collaboration are crucial. 

• Data-Driven Advocacy: As the MME suggested, incorporating more specific gender 
equity questions into student surveys and collecting robust data will be vital for 
demonstrating impact to data-hungry institutions and governments, enabling the setting 
of clear targets and action plans. 

• Senior Leadership and Cross-Organisational Rollout: The STM's desire for ongoing 
senior leadership support and the phased implementation of project recommendations 
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across other gender-skewed TAFE areas is critical for institutionalizing the changes and 
maximizing the project's ripple effect. 

• Outcome-Oriented Funding and Evaluation: The EI's critique underscores the need for 
future projects and funding bodies to define clear, measurable employment outcomes 
from the outset, ensuring that initiatives are not perceived as merely process-driven but 
genuinely contribute to tangible workforce development and gender equality. 

By focusing on these areas, the "Nice Work If You Can Get It" project can solidify its gains and 
continue to drive meaningful and sustainable change in the energy and manufacturing sectors. 
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GIA CAPACITY BUILDING 
Background 
The Gender Impact Assessment process represents one of the most innovative components of 
the "Nice Work If You Can Get It" project, marking Australia's first systematic application of GIA 
methodology to manufacturing and engineering education. This comprehensive capacity-
building initiative built strategically upon Chisholm Institute's existing foundation of gender 
equity work, which had been developed over five years and included respectful workplace 
behaviours training, anti-bullying measures, and strategic recruitment improvements. 

Recognising that sustainable gender equity transformation requires systematic institutional 
capacity rather than ad-hoc interventions, the four-session GIA process engaged 30 educators 
and staff in rigorous examination of barriers to gender equality in manufacturing qualification 
pathways. The methodology represented a significant departure from traditional approaches by 
adapting manufacturing problem-solving techniques rather than community health 
frameworks, thereby increasing credibility and engagement amongst technical educators who 
could relate to familiar analytical processes. 

Training Structure and Process 
Participant Engagement: The GIA process systematically engaged 30 TAFE educators and 
management staff across four carefully structured facilitated workshops delivered between 
October 2024 and February 2025. Participants represented diverse roles within Chisholm's 
Engineering and Manufacturing departments, ensuring comprehensive institutional 
representation including teaching staff, educational managers, and senior leadership. 

PROGRESSIVE SESSION FRAMEWORK: 
• Session 1 (4th October 2024): "Defining the Problem and Unpacking Assumptions" 

established foundational understanding through systematic examination of gendered 
barriers and critical assessment of assumptions about women's career progression 

• Session 2 (25th October 2024): "Understanding the Problem Context" deepened 
analysis through exploration of unconscious bias, stereotypes, and cultural norms 
reinforcing inequities 

• Session 3 (22nd January 2025): "Creating Options" transitioned participants from 
analysis to solution development, using intersectional frameworks to evaluate 
gendered costs and benefits of potential interventions 

• Session 4 (14th February 2025): "Formulating Recommendations" synthesised 
comprehensive findings into strategic recommendations prioritised by feasibility and 
anticipated impact 
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Findings 
Substantial Knowledge Enhancement: The GIA process achieved measurable improvements 
in participant understanding across all critical areas, demonstrating the effectiveness of 
systematic capacity building: 

• Gender equity and equality understanding increased by 11% on average, with 
participants moving from moderate baseline knowledge to consistently high 
comprehension 

• Intersectionality comprehension showed the most significant transformation with 32% 
average improvement, though this remained an area requiring ongoing attention 

• Understanding of barriers faced by women in manufacturing increased by 12% on 
average, equipping participants with deeper awareness of systemic challenges 

• Overall GIA process comprehension reached 73% of participants rating their 
understanding as "high" by completion, indicating successful methodology transfer 

Measurable Confidence Building: Participants demonstrated progressive increases in 
confidence to apply gender equity frameworks throughout their professional practice: 

• Confidence to examine assumptions about gender equity improved by 5% (Session 1), 
establishing foundation for self-reflection 

• Ability to apply intersectional gender lens in assessing costs and benefits increased by 
17% (Session 3), representing significant skill development in complex analysis 

• Confidence to create strategic recommendations improved by 14% (Session 4), 
demonstrating readiness for leadership in institutional change 

• Recognition of equitable options and identification of unintended consequences both 
improved by 12% (Session 3), indicating sophisticated analytical capability 
development 

Clear Practical Application: Participants demonstrated concrete intention to integrate 
learnings into their professional practice through multiple pathways: 

• Explicit commitment to modelling inclusive behaviours and establishing classroom 
standards that reflect gender equity principles 

• Systematic integration of gender equity discussions into regular staff meetings and 
operational planning processes 

• Enhanced awareness of unconscious bias in student interactions and curriculum 
delivery, leading to more responsive teaching practices 
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• Development of systematic approaches to identifying and addressing institutional 
barriers through ongoing professional reflection 

Sustainable Organisational Integration: The GIA process successfully established enduring 
mechanisms for ongoing gender equity work that extend beyond the initial training period: 

• Gender equality established as standing agenda item in monthly staff meetings, 
ensuring continuous attention to these issues 

• Enhanced data collection protocols developed for tracking student experiences and 
identifying emerging barriers 

• Dedicated gender equality representatives appointed across delivery areas, creating 
institutional accountability structures 

• Formal mentorship programmes established with industry partners including Steel 
Chicks and major manufacturers, bridging education-industry gaps 

Implementation Challenges and Adaptations 
Time Constraints and Resource Allocation: Participants consistently identified time as the 
primary barrier to full engagement, reflecting broader institutional pressures within technical 
education environments. This challenge was systematically addressed by scheduling sessions 
on class-free days and strategically integrating gender equity into existing meeting structures 
rather than creating additional workload burdens. 

Variable Baseline Knowledge: The evaluation revealed significant variation in participants' 
initial understanding, particularly regarding intersectionality where 50% began with "low" or 
"very low" comprehension. The carefully structured four-session approach effectively 
addressed these knowledge gaps, though some participants requested additional 
implementation-focused training to bridge theory-practice connections. 

Ongoing Support Requirements: Post-training feedback emphasised critical requirements for 
sustainable implementation: 

• Organisational support and dedicated resources for translating learning into 
institutional practice 

• Structured guidelines and frameworks for practical application in diverse educational 
contexts 

• Continued dialogue and regular check-ins to maintain momentum and address 
emerging challenges 

• Company-wide policy alignment to reinforce individual efforts and create supportive 
institutional environment 
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Conclusion 
The GIA training series successfully established systematic capacity for gender equity analysis 
and intervention development within Chisholm's manufacturing and engineering education 
programmes, creating a replicable model for institutional transformation. The methodology's 
strategic adaptation of manufacturing problem-solving approaches proved highly effective in 
engaging technical educators, whilst the comprehensive four-session structure enabled 
thorough skill development progressing from awareness through to strategic planning 
capabilities. 

The measurable improvements in both knowledge and confidence, combined with concrete 
evidence of organisational integration, demonstrate that systematic GIA processes can create 
sustainable institutional change when supported by adequate time allocation and ongoing 
organisational commitment. The identification of intersectionality as requiring additional 
focused attention provides clear direction for future capacity building efforts, whilst participant 
requests for implementation support highlight the critical importance of follow-up mechanisms 
to ensure successful application of acquired analytical skills and frameworks. 

The full evaluation of the GIA Capacity Building is attached as an appendix to this full report 
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UNCONSCIOUS BIAS AND INTERSECTIONALITY TRAINING 
– CAPABILITY BUILDING 
Background 
As part of the project, Women’s Health in the South East (WHISE) delivered a series of 
Unconscious Bias and Intersectionality training sessions to staff during March 2025. These 
sessions were designed to support individual reflection, deepen awareness of how bias can 
impact decision-making, and equip staff with strategies to embed inclusive practice aligned 
with Chisholm’s organisational values. 

A total of 53 participants attended four 1-hour in-person sessions across various departments. 
The training was co-designed with input from Chisholm’s leadership and focused on real-world 
applications of bias mitigation in educational environments, especially when viewed through an 
intersectional lens. 

The training aimed to: 

• Increase understanding of unconscious bias and its impact. 

• Build confidence in identifying and addressing bias. 

• Explore the intersectional nature of bias and discrimination. 

• Support staff to apply inclusive strategies in their daily work. 

Evaluation was conducted using a short pre- and post-training survey and qualitative 
reflections collected during and after the sessions. 

Who attended the training? 
Participants included academic and professional staff from diverse roles across the institution. 
Respondents to the survey represented a mix of genders, professional functions, and areas of 
responsibility. Sessions were tailored to enable group discussion, reflective practice, and 
connection across departments. 

Findings 
Learning Objective 1: Increase knowledge and understanding of unconscious 
bias 
Pre- and post-training survey data showed a shift in participants' confidence and knowledge: 

• Prior to the training, most participants rated their confidence as "fairly confident" to 
"not so confident" in identifying unconscious bias. 

• Following the training, responses in the "very confident" category increased, with a 
corresponding decrease in those who felt less confident. 
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Participants reported that real-life case studies and interactive elements helped them better 
understand: 

• How unconscious bias manifests in learning and workplace environments. 

• The influence of stereotypes and socialisation on decision-making. 

A participant noted: 

“It was useful to reflect on how even well-meaning actions can still reinforce bias.” 

Learning Objective 2: Increase confidence to identify and apply reflective 
practice about unconscious bias 
Confidence levels improved across all metrics. 
Key gains included: 

• Greater self-awareness of how bias influences interactions with students and 
colleagues. 

• An increased ability to recognise bias in organisational systems and processes. 

As one participant shared: 

“I now feel more equipped to have conversations about bias with my team.” 

Survey results showed a clear movement away from lower confidence categories, with multiple 
participants identifying as “confident” or “very confident” by the end of the session. 

Learning Objective 3: Encourage application in daily work practice 
The training used real-world case studies to help participants identify and analyse bias in the 
context of: 

• Recruitment 

• Classroom engagement 

• Curriculum design 

• Team dynamics 

Several participants noted they had already begun reflecting on changes they could make to 
their own communication and decision-making processes. 

Qualitative feedback included: 

• “Yes, in how I approach and speak with all.” 

• “Through conversations with peers.” 

• “Yes, through reflective practice and continual questioning.” 
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Learning Objective 4: Introduce an intersectional lens 
Participants explored how unconscious bias is shaped by systems of power, privilege, and 
multiple forms of discrimination. This component prompted meaningful engagement and 
reflection. 

Some participants expressed new insights into how their own experiences shaped their 
perceptions, while others reflected on the need for more inclusive and nuanced practice. 

One respondent commented: 

“There needs to be ongoing learning — this was a great starting point.” 

Conclusion 
The Unconscious Bias and Intersectionality training successfully met its objectives, 
strengthening participant confidence, increasing knowledge, and supporting reflective practice. 
The training’s emphasis on real-life application and intersectional understanding encouraged 
participants to consider the broader impacts of bias and commit to more inclusive practices. 

Participants left with practical strategies and a shared language for identifying and addressing 
unconscious bias in their work at Chisholm Institute. 

RECOMMENDATIONS 
• Ongoing learning: Offer regular follow-up sessions to deepen understanding and 

embed long-term change. 

• Team-based reflection: Encourage department-level conversations using case studies 
and reflective prompts. 

• Intersectional practice: Continue to integrate an intersectional lens in training, service 
delivery, and policy-making. 
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 INDUSTRY SEMINAR EVALUATION: SOUTH EAST 
MELBOURNE MANUFACTURING ALLIANCE PARTNERSHIP 
Seminar 1: Recruitment and Onboarding for a Productive and Diverse 
Workforce 
OVERVIEW AND CONTEXT 
The first seminar in the series, conducted on 2nd October 2024, focused on "Recruitment and 
Onboarding for a Productive and Diverse Workforce" as part of the broader Nice Work if You 
Can Get It project. This one-hour online webinar represented the inaugural event in SEMMA's 
three-part industry forum series, designed to address critical skills gaps and promote workforce 
diversification in alignment with SEMMA's Manufacturing Blueprint 2050 and Beyond. 

SEMINAR STRUCTURE AND CONTENT DELIVERY 
The seminar followed a well-structured format that maximized engagement within the 60-
minute timeframe. The session was anchored by strong industry leadership, with Honi Walker 
(CEO of SEMMA) providing the welcome and closing remarks, while Kit McMahon (Project Lead 
from WHISE) served as the primary presenter and moderator. 

CONTENT FLOW AND KEY COMPONENTS: 
• Foundation Setting (10 minutes): Established the context of diversity benefits in 

manufacturing with statistical evidence and introduced blind recruitment concepts 

• Industry Panel Discussion (20 minutes): Featured two prominent manufacturing 
leaders - Girish Fernandez (Director, VGL-Allied Connectors) and Donna Paxton 
(General Manager HR, Jayco Corporation) - sharing real-world experiences and 
strategies 

• Interactive Elements (15 minutes): Incorporated audience Q&A and chat engagement 
throughout 

• Practical Application (10 minutes): Concluded with actionable takeaways and next 
steps 

• Evaluation Integration (5 minutes): Seamlessly incorporated feedback collection via 
QR code and follow-up processes 

The choice of panellists was particularly strategic, representing both family-owned (VGL) and 
larger corporate (Jayco) manufacturing environments, providing diverse perspectives on 
implementation challenges and successes. 

PARTICIPANT ENGAGEMENT AND FEEDBACK ANALYSIS 
Quantitative Results: The seminar achieved strong participant satisfaction metrics based on 
post-event polling data from 7 respondents: 
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• Awareness Impact: Average rating of 4.0/5.0 for raising awareness of diversity 
challenges and opportunities  

o 57% rated the impact as 4/5 

o 29% rated it as 5/5 (excellent) 

o Only 14% rated it below 4/5 

• Knowledge Enhancement: Average rating of 3.9/5.0 for improving understanding of 
diversity in manufacturing  

o 43% rated knowledge improvement as 4/5 

o 29% rated it as 5/5 (excellent) 

o 28% rated it as 3/5 or below 

Qualitative Insights: Participant feedback revealed strong appetite for continued exploration 
of diversity topics, with five distinct areas of interest emerging: 

1. Peer Learning Focus: Participants expressed significant interest in learning from other 
manufacturing employers' experiences, particularly regarding female staff retention 
strategies and application rates 

2. Educational Institution Partnerships: Strong desire for better connections between 
businesses and training organisations (schools, TAFEs, universities) to bridge workforce 
entry gaps 

3. Male Perspective Research: Unique interest in understanding attitudinal differences 
between male employees who work with female tradespeople versus those who don't 

4. Innovative Onboarding Approaches: Recognition that traditional methods may need 
fundamental revision, with calls for "insightful approaches" rather than incremental 
changes 

5. Talent Pool Expansion: Focus on practical strategies for attracting diverse candidate 
pools 

STRENGTHS AND EFFECTIVE ELEMENTS 
Format and Delivery: 

• The 60-minute duration proved optimal for maintaining engagement while covering 
substantial content 

• The moderated panel format allowed for authentic, experience-based discussions 
rather than theoretical presentations 

• Integration of evaluation processes was seamless and non-disruptive 
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Content Quality: 

• Evidence-based approach linking diversity to productivity outcomes provided credible 
foundation 

• Real-world examples from established manufacturers enhanced relevance and 
applicability 

• Introduction of specific concepts like "blind recruitment" offered practical tools for 
immediate implementation 

Industry Relevance: 

• Panellist selection represented authentic manufacturing contexts familiar to 
participants 

• Discussion topics directly addressed current recruitment challenges facing the sector 

• Connection to SEMMA's Manufacturing Blueprint 2050 provided strategic context 

AREAS FOR ENHANCEMENT 
Engagement Depth: While satisfaction ratings were strong, the knowledge improvement 
scores (3.9/5.0) were slightly lower than awareness scores (4.0/5.0), suggesting opportunities 
to deepen practical understanding through: 

• More detailed case study analysis 

• Specific implementation frameworks 

• Tools and templates for immediate application 

Follow-up Resources: The planned resource sharing (evidence overviews on diverse workforce 
benefits and blind recruitment) represents a positive practice that should be evaluated for 
uptake and utility in subsequent seminars. 

Strategic Implications for Series Continuation 

The first seminar successfully established the foundation for the series and revealed clear 
participant priorities for future topics. The strong interest in peer learning and practical 
implementation strategies should inform the design of subsequent seminars. The feedback 
suggests participants are moving beyond awareness-building toward practical application, 
indicating readiness for more detailed, action-oriented content in future sessions. 

RECOMMENDATIONS FOR SERIES DEVELOPMENT: 
• Incorporate more detailed case studies and implementation frameworks 

• Consider peer-to-peer sharing formats to leverage the expressed interest in learning 
from other employers 
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• Develop partnerships with educational institutions as a series theme, given participant 
interest 

• Create practical toolkits and templates to support immediate application 

• Consider follow-up mechanisms to track implementation progress 

Seminar 2: Flexible Working in Manufacturing - Challenges, 
Opportunities, and Solutions 
OVERVIEW AND STRATEGIC EVOLUTION 
The second seminar, held on 26th February 2025, represented a significant format evolution 
from the initial online webinar to an in-person workshop. Hosted at Hilton Manufacturing in 
Dandenong South, this 2-hour session focused on "Flexible Working in Manufacturing: 
Challenges, Opportunities, and Solutions," directly responding to emerging themes from the 
first seminar while addressing a critical workforce retention and attraction strategy. 

FORMAT INNOVATION AND ENHANCED ENGAGEMENT 
Structural Enhancements: 

• Extended Duration: Expanded from 60 minutes to 2 hours, allowing for deeper 
exploration and discussion 

• In-Person Format: Facilitated more authentic networking and peer-to-peer learning 
opportunities 

• Integrated Networking: Inclusion of lunch and networking component (1:00-2:00 PM) 
extending engagement beyond formal presentation 

• Industry Location: Hosting at Hilton Manufacturing provided authentic manufacturing 
environment context 

Participant Profile and Industry Reach 

Registration Analysis: The seminar attracted 14 confirmed registrations representing strong 
industry diversity and engagement: 

Organisational Representation: 

• 11 unique organisations participated, indicating broad industry interest 

• Mix of manufacturing companies (Open Welding, Volgren Australia, Environ Metal 
Designs, Ace Wire Works), support services (HRCheck, DNA Recruitment), and 
institutional partners (City of Greater Dandenong, Swinburne University) 

• Strong SEMMA member engagement (12 of 14 registrants were SEMMA members) 
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Professional Diversity: Attendees represented key decision-making roles across the 
manufacturing ecosystem: 

• Senior leadership (Technical Director, General Manager, Director) 

• HR and People specialists (HR Advisor, People and Culture Manager, Group Executive 
Leader) 

• Industry development (Advanced Manufacturing Industry 4.0 Hub Manager) 

• Support services (Principal Consultants, Business Development Managers) 

This composition indicates the seminar successfully attracted the target audience of 
manufacturing leaders and HR professionals positioned to implement flexible work practices. 

CONTENT STRATEGY AND INDUSTRY RELEVANCE 
Panel Composition and Strategic Focus: The seminar featured four panellists representing 
different aspects of the flexible work ecosystem: 

• Nicole Jones (Quality, Catten Industries): Provided employee perspective on flexibility 
needs and barriers 

• Todd Hartley (MD, Hilton Manufacturing): Offered host company insights and 
practical implementation experience 

• James Fazzino (CEO, Champions of Change): Contributed change management 
expertise and regional implementation experience (Barwon Basin case study) 

• Peter Angelico (MD, ABeck Group): Connected flexible work to broader workforce 
development and SEMMA's Manufacturing Blueprint 2050 

Content Integration with Strategic Planning: The inclusion of Peter Angelico's perspective on 
SEMMA's upcoming Blueprint represented strategic alignment between immediate flexible 
work discussions and longer-term manufacturing workforce planning. This connection between 
tactical implementation and strategic vision enhanced the session's relevance to broader 
industry development goals. 

THEMATIC FOCUS AREAS AND PRACTICAL APPLICATION 
Core Discussion Themes: Based on the structured questioning approach outlined in the run 
sheet, the seminar addressed: 

1. Personal and Professional Flexibility Needs: Nicole Jones's perspective on flexibility 
from a working parent's viewpoint provided authentic foundation for understanding 
workforce requirements 
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2. Implementation Challenges and Solutions: Focus on barriers specific to 
manufacturing environments, distinguishing between office-based and production floor 
flexibility options 

3. Change Management and Resistance: James Fazzino's Barwon Basin experience 
offered practical insights into managing organisational change around flexible work 
practices 

4. Learning and Development Integration: Peter Angelico's emphasis on flexible learning 
pathways connected workplace flexibility to skills development and career progression 

5. Strategic Integration: Discussion of how flexible work practices align with SEMMA's 
Manufacturing Blueprint 2050 objectives 

LIMITATIONS AND EVALUATION GAPS 
Missing Evaluation Component: A significant limitation of Seminar 2 was the absence of 
formal participant evaluation data. This represents a notable gap in the series' feedback loop 
and limits the ability to: 

• Assess participant satisfaction and learning outcomes 

• Gather input for future session planning 

• Track progression in participant knowledge and implementation readiness 

• Measure the effectiveness of the format transition from online to in-person delivery 

Impact on Series Development: The lack of formal feedback from this seminar creates 
challenges for optimizing the final session format and content, requiring reliance on informal 
feedback and observational assessment of participant engagement. 

STRATEGIC IMPLICATIONS AND SERIES PROGRESSION 
Format Effectiveness: The transition to in-person delivery with extended time allocation 
suggests recognition that complex topics like flexible work implementation require deeper 
engagement than online formats allow. The integration of networking components 
acknowledges that peer-to-peer learning and relationship building are critical for 
implementation success. 

Content Evolution: The seminar's focus on practical implementation experiences (through 
case studies and panellist expertise) demonstrates progression from awareness-building 
(Seminar 1) toward practical application, consistent with participant feedback from the initial 
session. 

Industry Alignment: The connection to SEMMA's Manufacturing Blueprint 2050 positions 
flexible work as integral to long-term industry competitiveness rather than a peripheral HR 
initiative, potentially enhancing participant commitment to implementation. 
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CONCLUSION 
Seminar 1 effectively launched the SEMMA industry forum series, achieving its objectives of 
raising awareness and establishing foundation knowledge about diversity in manufacturing 
recruitment. The combination of credible industry speakers, evidence-based content, and 
practical focus created a strong platform for continued engagement. Participant feedback 
indicates readiness for more advanced, implementation-focused content in subsequent 
seminars, suggesting the series is successfully building momentum toward its broader 
objectives of supporting workforce diversification in southern Melbourne manufacturing. 

Seminar 3: Nice Work if You Can Get It - Project Outcomes Forum 
OVERVIEW AND STRATEGIC CULMINATION 
The third and final event, held on 1st July 2025, represented a significant evolution from the 
previous seminars, transitioning from industry-focused workshops to a formal project 
outcomes forum. Hosted at Chisholm Institute Dandenong Campus, this 90-minute event 
served as both the culmination of the Nice Work if You Can Get It project and a strategic launch 
platform for broader systemic change in manufacturing education and workforce development. 

STRATEGIC POSITIONING AND POLICY ALIGNMENT 
Elevated Strategic Context: Unlike the previous seminars which focused on specific practices 
(diversity recruitment, flexible work), Seminar 3 positioned the project outcomes within broader 
policy frameworks and systemic change initiatives. The event explicitly connected project 
findings to: 

• Victorian Government's Women in Manufacturing and Energy program 

• Jobs and Skills Australia's Gender Framework and Gender Economic Equality Study 

• Manufacturing Skills Alliance commitments to gender equity 

• SEMMA's Manufacturing Blueprint 2050 and Beyond 

• National VET reform priorities and the Skills Plan 2024 

Policy Integration: The seminar successfully bridged local project outcomes with national 
policy directions, positioning the Gender Impact Assessment (GIA) methodology as "Australia's 
first application of a full GIA to a training package in engineering and manufacturing." This 
framing elevated the work from pilot project to policy innovation, enhancing its potential for 
broader application and scaling. 

HIGH-LEVEL STAKEHOLDER ENGAGEMENT 
Exceptional Government Participation: The event achieved remarkable success in attracting 
senior government and institutional representatives, including: 

• Department of Jobs, Skills, Industry and Regions: Deputy Secretary Lill Healy 
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• Commission for Gender Equality in the Public Sector: Multiple representatives (2 
attendees) 

• Victorian Skills Authority: Senior members 

• Jobs and Skills Australia: Federal representation (1 attendee) 

Comprehensive Sector Representation: Analysis of the 42 confirmed attendees reveals 
strategic stakeholder diversity: 

• Government and Policy: 15 attendees from various government departments 

• Education and Training: 12 attendees from TAFEs and educational institutions 
(including 7 from Chisholm, 4 from Holmesglen) 

• Industry Peaks and Associations: Australian Industry Group, Australian Education 
Union Victoria 

• Local Government: City of Monash (3 attendees), City of Maroondah 

• Manufacturing Employers: Open Welding, Hardman Bros, Ace Con 

• Community Organisations: Various community and advocacy groups 

This composition demonstrates successful engagement across the entire manufacturing skills 
ecosystem, from policy makers to practitioners. 

CONTENT INNOVATION AND METHODOLOGY SHOWCASE 
Gender Impact Assessment as Innovation: The seminar's central focus on the GIA 
methodology represented a significant advancement in the series' content sophistication. 
Rather than discussing individual practices, the event presented a comprehensive framework 
for systemic assessment and change, including: 

• Detailed methodology explanation for applying GIAs in VET contexts 

• Four-phase strategic implementation framework 

• Integration of lived experience and intersectional analysis 

• Connection between cultural change and structural reform 

Evidence-Based Approach: The presentation of project findings emphasized empirical 
evidence and systematic analysis rather than anecdotal experience, positioning the work within 
academic and policy research frameworks while maintaining practical applicability. 

FORMAT EVOLUTION AND PROFESSIONAL PRESENTATION 
Enhanced Professionalism: The 90-minute format with formal program structure, keynote 
presentations, and structured panel discussion reflected the series' evolution toward 
professional conference standards. Elements included: 
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• Formal acknowledgment of country and institutional positioning 

• Keynote presentation on GIA methodology and context 

• Multi-perspective panel discussion with structured questioning 

• Formal networking component with light refreshments 

• Professional registration and social media promotion strategies 

Stakeholder-Appropriate Content: The content was carefully calibrated for the high-level 
audience, focusing on policy implications, strategic frameworks, and systemic change rather 
than operational details, appropriate for the senior government and institutional 
representatives in attendance. 

STRATEGIC IMPACT AND BROADER IMPLICATIONS 
Policy Influence Potential: The presence of Deputy Secretary Lill Healy from the Department 
of Jobs, Skills, Industry and Regions, along with representatives from the Commission for 
Gender Equality and Victorian Skills Authority, positions the project outcomes for potential 
integration into state policy development and implementation. 

Sector Leadership Demonstration: The event successfully positioned SEMMA, Chisholm 
Institute, and WHISE as sector leaders in gender equity innovation, potentially enhancing their 
influence in future policy development and funding opportunities. 

Methodology Transferability: By presenting the GIA approach as a replicable methodology, 
the seminar created potential for broader application across other TAFEs, industry sectors, and 
jurisdictions, amplifying the project's impact beyond its immediate scope. 

SERIES INTEGRATION AND CUMULATIVE IMPACT 
Progression Narrative: The three-seminar series demonstrated clear progression: 

1. Awareness and Foundation Building (Seminar 1): Diversity recruitment and blind hiring 

2. Practical Implementation (Seminar 2): Flexible work practices and cultural change 

3. Systemic Change and Policy Integration (Seminar 3): Comprehensive assessment 
methodology and strategic frameworks 

Stakeholder Development: The series successfully built stakeholder engagement from 
industry practitioners (Seminars 1-2) to policy makers and institutional leaders (Seminar 3), 
creating a comprehensive network for ongoing collaboration and implementation. 

LIMITATIONS AND EVALUATION GAPS 
Continued Evaluation Absence: Like Seminar 2, the final event lacked formal participant 
evaluation, creating ongoing challenges for: 

• Assessing effectiveness of the format evolution 
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• Understanding stakeholder satisfaction and learning outcomes 

• Gathering input for future similar initiatives 

• Measuring the series' overall impact on participant knowledge and implementation 
intentions 

Limited Implementation Tracking: Without systematic follow-up mechanisms, the series 
lacks capacity to track whether the high-level policy engagement translates into concrete 
policy changes or implementation initiatives. 

STRATEGIC RECOMMENDATIONS FOR FUTURE INITIATIVES 
Evaluation Integration: Future series should include comprehensive evaluation frameworks 
from inception, including baseline assessments, session-by-session feedback, and 
longitudinal follow-up to track implementation and impact. 

Policy Engagement Maintenance: The strong government engagement achieved in Seminar 3 
should be maintained through structured follow-up mechanisms, policy briefings, and 
continued collaboration opportunities. 

Methodology Dissemination: The GIA methodology should be documented and disseminated 
through policy channels, academic networks, and professional development programs to 
maximize its adoption across the VET sector. 

Seminar 2 demonstrated successful format evolution and maintained strong industry 
engagement, though the absence of formal evaluation limits comprehensive assessment of its 
effectiveness. The expanded format and practical focus suggest the series is appropriately 
responding to participant needs for deeper, more applied learning experiences. 

Seminar 3 successfully elevated the project from pilot initiative to policy innovation, achieving 
exceptional stakeholder engagement and positioning the outcomes for broader systemic 
impact. The series progression from operational focus to strategic policy integration 
demonstrates sophisticated understanding of change processes and stakeholder 
development, establishing a strong foundation for continued influence in manufacturing 
workforce development policy and practice. 
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SECTION 3 
Analysis of Evaluation Activities 



 

41 
 

SUCCESS WITH WOMEN IN MANUFACTURING AND 
ENGINEERING PROGRAMS 
Direct Student Engagement: The project successfully reached 53 participants through 
unconscious bias and intersectionality training at Chisholm Institute, with 15 female students 
and recent graduates participating in dedicated Women's Forums. These forums provided 
crucial platforms for women to share experiences and identify barriers to completing their 
education and securing employment. 

Transformative Cultural Impact: The evaluation of unconscious bias training showed 
measurable improvements: 

• Participants moved from "fairly confident" to "very confident" in identifying unconscious 
bias 

• Significant increases in understanding intersectionality and "power of privilege" 

• Leaders reported staff becoming "extremely open and honest" and better at "thinking 
differently" about gender equity 

• Gender equity discussions became integrated into monthly staff meetings as "part of 
the norm" 

Sustainable Capacity Building: The project achieved lasting institutional change through: 

• The GIA as Australia's first systematic application to manufacturing education  

• 30 TAFE educators and staff receiving professional development on gender equity: 
Evidence of the four-session structure's effectiveness in building institutional capacity  

• How the manufacturing problem-solving approach (rather than community health 
methodology) increased credibility with technical educators 

• Integration of gender equality into regular toolbox meetings and staff conferences 

• Appointment of dedicated gender equality representatives across departments 

• Development of mentorship programs connecting female apprentices with "Steel 
Chicks" and major companies like BlueScope and Auckland Steel 

Success with Employer Engagement 

Industry Partnership Development: 

• Engaged 15 manufacturing organisations through industry forums and workshops 

• Successfully partnered with SEMMA (representing 230+ companies) to facilitate 
employer connections 
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• Conducted employer surveys revealing key barriers and resistance points while building 
awareness 

Cultural Shift in Industry Attitudes: Industry Leadership noted a significant shift in the "tone of 
people attending events," becoming "more positive" and "more open" to hiring women and 
considering workplace diversity. Notably, manufacturers with previously ingrained beliefs 
became willing to participate, indicating genuine mindset change. 

Practical Industry Applications: 
• Delivered workshops on flexible work arrangements in manufacturing 

• Created industry-TAFE partnership training addressing gender equity as essential 
workplace skills 

• Developed collaborative frameworks addressing on-job learning environments through 
shared responsibility between education and industry 

Addressing Systemic Barriers 
Data-Driven Understanding: The comprehensive Gender Impact Assessment revealed critical 
insights: 

• Female participation at Chisholm remained low (3.8%-12.1%) compared to state 
averages (15%-27%) 

• Female attrition rates improved dramatically from 60% in 2022 to 16% in 2024 

• Identified core problem as "student and workplace culture that enables sexism, gender 
segregation, and social isolation" 

Evidence-Based Solutions: The project developed 16 specific recommendations across 
cultural change, institutional governance, and industry partnership, all rated as having "strongly 
positive" gender impact through systematic Gender Impact Assessment analysis. 

Areas of Challenge and Learning 
Resistance Management: The project effectively identified and addressed resistance, with 
leaders noting that engagement improved as participants saw the value. Time constraints were 
initially challenging but were overcome through strategic scheduling on "class-free days." 

Industry Disconnect: Some industry feedback highlighted a perceived disconnect between 
government programs and employer needs, emphasizing the importance of demonstrating 
tangible benefits rather than focusing solely on process improvements. 

Overall Assessment 
The project succeeded in creating a replicable model for addressing gender inequality in 
traditionally male-dominated industries through coordinated action across education, industry, 
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and community health sectors. The combination of measurable cultural change, institutional 
capacity building, and genuine industry partnership development demonstrates the project's 
effectiveness in targeting both women in manufacturing/engineering programs and engaging 
employers in sustainable transformation. 

The project's success is evidenced not just in participant numbers, but in the depth of systemic 
change achieved - from individual mindset shifts to institutional policy integration and industry 
culture transformation. 
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KEY INSIGHTS AND LESSONS LEARNED FROM THE "NICE 
WORK IF YOU CAN GET IT" PROJECT 
UNDERSTANDING THE TARGET GROUP: DEEPER COMPLEXITY REVEALED 
The project revealed that women in manufacturing and engineering face far more complex, 
intersectional barriers than initially anticipated. Beyond traditional assumptions about 
recruitment challenges, the research uncovered that 72% of female apprentices had no 
exposure to trades in school, highlighting critical pipeline issues. The Women's Forum exposed 
systemic workplace cultures that enable sexism, with participants reporting being "assigned 
admin work instead of hands-on projects" and facing daily scepticism about their technical 
abilities. Crucially, the project learned that women don't just need entry pathways—they 
require sustained support systems, mentorship, and cultural transformation to ensure 
retention and progression. 

ORGANISATIONAL READINESS: THE FOUNDATION FOR RAPID CHANGE 
A critical learning was the importance of partner organisations having demonstrated 
commitment to cultural change already established. Chisholm's Engineering Department had 
previously undertaken significant staff professional development on respectful workplace 
behaviours, belonging and inclusion, anti-bullying and harassment, discrimination, and family 
violence training. More importantly, the department had made key strategic decisions around 
recruitment and performance management to address cultural challenges prior to the "Nice 
Work" project commencing. This pre-existing foundation of cultural awareness and proactive 
organisational changes created fertile ground for gender equity initiatives to take root quickly, 
enabling the Gender Impact Assessment process to achieve 11-32% improvements in 
participant understanding and 73% rating their overall comprehension as "high." The value of 
this preparatory work was that the "Nice Work" project could lift and enable sustainable 
transformative change, which may not have been possible without the foundational work that 
Chisholm Engineering had undertaken prior to the partnership. This learning highlights that 
successful gender equity projects require careful partner selection, prioritising organisations 
that demonstrate existing commitment to cultural change rather than starting from zero 
baseline resistance. 

THE TRI-SECTOR PARTNERSHIP MODEL: COLLABORATIVE SUCCESS AND 
SYSTEMATIC APPROACH 
Perhaps the most significant learning was that meaningful change in gender equity requires 
genuine tri-sector partnership between education, industry, and community health 
organisations. Each brought essential expertise—WHISE's gender analysis frameworks, 
Chisholm's educational context and access to 494 students, and SEMMA's network of 230+ 
manufacturing companies—creating a model that addresses systemic barriers across the 
entire skills pipeline simultaneously. This collaborative approach proved more effective than 
any single-organisation intervention could achieve. 



 

45 
 

Building on this partnership foundation, the project learned that piecemeal interventions fail; 
sustainable change requires comprehensive institutional commitment. The systematic Gender 
Impact Assessment process demonstrated that when gender equity becomes embedded in 
regular business practices—such as monthly staff meetings and toolbox talks—it moves 
beyond tokenism to become "part of the norm." The success at Chisholm Institute, where 
leaders reported staff becoming "extremely open and honest" about assumptions, proved that 
structured professional development combined with ongoing accountability mechanisms 
creates lasting cultural transformation. 

EVIDENCE-BASED METHODOLOGY AND MANUFACTURING-APPROPRIATE 
APPROACHES 
The strategic adaptation of familiar manufacturing problem-solving techniques rather than 
community health methodologies proved crucial for engaging technical educators and 
overcoming resistance. This sector-specific, evidence-based approach provided credible data 
to support interventions whilst increasing engagement amongst staff who could relate 
analytical processes to their existing professional expertise. The systematic collection of 
baseline and post-training data demonstrating measurable improvements in understanding 
and confidence proved more effective than theoretical arguments alone in building institutional 
support for continued investment. 

INDUSTRY ENGAGEMENT: RESISTANCE AND BREAKTHROUGH 
The project learned that industry engagement requires patient, persistent relationship-building. 
While some manufacturers showed openness to diversity conversations, others expressed 
significant resistance, citing "limited resources" and questioning the business case for gender 
equity. However, breakthrough moments occurred when the project positioned gender equity 
within skills shortage contexts—65% of shortage occupations have 80%+ male workforces—
making diversity an economic imperative rather than a social issue. 

UNEXPECTED RESULTS: BOTH PROMISING AND CHALLENGING 
Favourable surprises included the rapid cultural shift at Chisholm, where male teachers 
began actively challenging inappropriate comments rather than dismissing them. The 
enthusiastic response to Steel Chicks mentoring partnerships exceeded expectations, with 
major companies like BlueScope engaging meaningfully. Additionally, the retention data 
showing female attrition dropping from 60% to 16% by 2024 demonstrated that targeted 
interventions could produce rapid improvements. 

Unfavourable discoveries included the extent of workplace harassment and discrimination 
revealed in student forums, requiring immediate support responses beyond project scope. The 
high number of undocumented withdrawals (45 female students with unspecified reasons) 
highlighted significant data collection gaps that masked underlying issues. The GIA evaluation 
also revealed that intersectionality, whilst showing the largest improvement (32%), remained at 
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moderate comprehension levels for many participants, indicating that comprehensive gender 
equity work requires sustained, multi-phase capacity building. 

FUTURE IMPROVEMENTS: SCALING AND SUSTAINING IMPACT 
Future iterations would prioritise thorough organisational readiness assessments before 
partner selection, ensuring collaborating institutions have demonstrated commitment to 
cultural change through prior strategic actions around recruitment, performance management, 
and cultural development. The project would also prioritise earlier and deeper industry 
engagement, recognising that workplace culture change requires parallel efforts in both 
educational and employment settings, alongside developing male allies as champions rather 
than positioning gender equity as women's responsibility alone. 

Enhanced data collection mechanisms would be implemented from project inception, ensuring 
comprehensive exit interviews and longitudinal tracking to better understand retention 
patterns. The project would also incorporate stronger intersectional approaches, explicitly 
addressing experiences of women from culturally diverse backgrounds and those with 
disabilities, building upon the evidence that intersectionality requires dedicated, ongoing 
attention rather than single-intervention approaches. 

The integration of gender equity into existing operational frameworks rather than creating 
parallel systems requiring ongoing external funding emerged as crucial for sustainability, 
minimising additional workload whilst maintaining continuous focus on equity outcomes 
through established institutional mechanisms. 

KEY FACILITATORS AND BARRIERS TO PROJECT 
IMPLEMENTATION 
Facilitators that Supported Project Implementation 
Strong Tri-Sector Partnership Model The collaboration between WHISE (community health 
expertise), Chisholm Institute (educational delivery), and SEMMA (industry connections) created a 
comprehensive support structure that addressed barriers across the entire skills pipeline 
simultaneously. Each partner brought complementary strengths—WHISE's gender analysis 
frameworks and GIA methodology expertise, Chisholm's access to 494 students across 
manufacturing and engineering programmes and educational context, and SEMMA's network of 
230+ manufacturing companies providing industry credibility. This partnership model proved more 
effective than any single-organisation intervention could achieve, enabling systematic change 
across education, workplace culture, and community support systems. 

Organisational Readiness at Chisholm Chisholm Engineering's prior investment in cultural change 
proved crucial for rapid progress. The department had already undertaken professional 
development on respectful workplace behaviours, anti-bullying, and discrimination, plus made 
strategic recruitment and performance management decisions. This foundation enabled rapid 
uptake of gender equity initiatives, with the Gender Impact Assessment achieving 11-32% 
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improvements in participant understanding and 73% rating their overall GIA comprehension as 
"high." Stakeholders interviewed reported staff became "extremely open and honest" about 
assumptions and gender equity becoming embedded in monthly staff meetings as "part of the 
norm." 

Evidence-Based Approach and Manufacturing-Appropriate Methodology The systematic Gender 
Impact Assessment process provided credible data to support interventions whilst the strategic 
adaptation of familiar manufacturing problem-solving techniques rather than community health 
methodologies proved crucial for engaging technical educators. Involving 53 participants across 
four structured workshops, the combination of quantitative enrolment data (showing female 
participation between 3.8%-12.1%) and qualitative insights from women's forums created 
compelling evidence for change. This sector-specific approach increased credibility amongst staff 
who could relate analytical processes to their existing professional expertise. 

Systematic Integration with Existing Operations The embedding of gender equity discussions into 
routine staff meetings, operational planning, and existing professional development frameworks 
ensured sustainability beyond the training period. Rather than creating parallel systems requiring 
ongoing external funding, this integration approach minimised additional workload whilst 
maintaining continuous focus on equity outcomes through established institutional mechanisms. 

Industry Skills Shortage Context Positioning gender equity within skills shortage frameworks 
proved highly effective. With 65% of shortage occupations having 80%+ male workforces, the 
project successfully reframed diversity as an economic imperative rather than solely a social issue, 
helping overcome resistance amongst industry stakeholders and providing business case 
justification for cultural change. 

Barriers that Limited Project Reach and Effectiveness 
Industry Resistance and Engagement Challenges Despite SEMMA's extensive network, sustained 
industry engagement proved challenging. Employer surveys revealed mixed commitment levels, 
with some organisations expressing reluctance to participate in gender equity initiatives, citing 
"limited resources (time and money)" and "lack of female applicants" as barriers. Stakeholders 
interviewed highlighted a perceived "disconnect between government programmes and employer 
needs," emphasising preference for demonstrable outcomes over process improvements. 

Data Collection and Documentation Gaps Analysis revealed significant gaps in understanding 
student withdrawal patterns. Of 66 female student withdrawals analysed, 45 had unspecified 
reasons across key programmes (14 in Certificate II Engineering, 21 in Mechanical Trade, 10 in 
Fabrication Trade). This 68% rate of undocumented withdrawals masked underlying issues and 
limited the project's ability to develop targeted retention strategies. 

Time Constraints and Resource Limitations Stakeholders interviewed identified "time constraints" 
as a significant hindrance to implementation. Educational leaders noted that engagement improved 
only after teachers recognised the training value, suggesting initial resistance due to competing 
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priorities. The establishment of new administrative processes for enhanced reporting mechanisms 
required substantial staff time allocation. 

Limited Intersectional Approach The Gender Impact Assessment acknowledged that 
recommendations did not explicitly account for intersectionality—women from culturally diverse 
backgrounds, women with disabilities, or LGBTQ+ communities. The GIA evaluation revealed that 
whilst intersectionality showed the largest improvement (32%), it remained at moderate 
comprehension levels for many participants, indicating this limitation potentially reduced project 
effectiveness for multiply marginalised groups and requires sustained, multi-phase capacity 
building. 

How Barriers Were Overcome and Project Adaptations 
Strategic Reframing for Industry Engagement The project adapted by positioning gender equity 
discussions within "Manufacturing Blueprint 2050 and Beyond" frameworks, emphasising workforce 
diversification and sector alignment. Industry forums were restructured to focus on practical 
benefits, with successful case studies and business outcomes rather than theoretical gender 
equality concepts. 

Enhanced Data Collection Mechanisms In response to documentation gaps, the project 
developed comprehensive recommendations for improved reporting systems, including mandatory 
exit interviews and enhanced student survey questioning. Stakeholders interviewed emphasised 
that "data drives Chisholm," leading to proposals for better questioning in student opinion surveys 
to capture gender inequality experiences. 

Capacity Building and Cultural Change Integration To address time constraints, the project 
embedded gender equity into existing structures rather than creating additional workload. Gender 
equality became a standing agenda item in existing staff meetings and toolbox talks, and was 
integrated into established professional development frameworks rather than requiring separate 
training programmes. 

Addressing Resistance Through Male Ally Development The project adapted its approach to 
actively engage male staff and students as allies rather than positioning gender equity as women's 
responsibility. Toolbox meetings and open forums created "spaces for dialogue that help 
contextualise these changes as beneficial for the entire institution," reducing perceived competition 
for opportunities. 

Leveraging External Partnerships for Sustainability To overcome resource limitations, the project 
established connections with existing support networks like Steel Chicks mentoring programmes, 
involving major companies like BlueScope and Auckland Steel. This approach provided ongoing 
support structures without requiring additional project resources. 

Evidence-Based Demonstration of Impact The dramatic improvement in female retention (from 
60% attrition in 2022 to 16% in 2024) provided powerful evidence to counter scepticism, 
demonstrating that targeted interventions could produce measurable outcomes and supporting 
continued investment in gender equity initiatives. The systematic collection of baseline and post-
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training data showing measurable improvements in understanding and confidence proved more 
effective than theoretical arguments alone in building institutional support. 

PROJECT COMPONENTS FOR EXPANSION AND FUTURE 
IMPLEMENTATION 
Transferable Project Components 
The Gender Impact Assessment (GIA) Framework The structured four-session GIA process 
developed for Chisholm provides a replicable methodology for any educational institution or 
industry sector. The framework's adaptation of manufacturing problem-solving techniques 
rather than traditional community health approaches proved particularly effective, making it 
relevant across technical education settings. The systematic progression from problem 
identification through assumption unpacking to option generation and recommendation 
formulation offers a scalable template for addressing gender inequity in male-dominated fields. 

Tri-Sector Partnership Model The collaboration structure between community health 
organisations (gender expertise), educational institutions (delivery context), and industry 
associations (employer engagement) creates a comprehensive ecosystem approach. This 
model addresses the reality that sustainable gender equity requires simultaneous change 
across education, workplace culture, and community support systems. The partnership 
framework is particularly applicable to other male-dominated sectors like construction, 
automotive, or ICT. 

Embedded Cultural Change Mechanisms The integration of gender equity into existing 
operational structures—monthly staff meetings, toolbox talks, professional development 
frameworks—provides a sustainability model that doesn't require ongoing external funding. 
This approach of embedding change within established systems rather than creating parallel 
processes offers significant scalability potential. 

Evidence-Based Resistance Management The project's strategy of positioning gender equity 
within skills shortage and economic productivity frameworks rather than purely social justice 
arguments provides a replicable approach for overcoming industry resistance. The 
methodology of using sector-specific data (65% of shortage occupations having 80%+ male 
workforces) offers a template for building business cases in other industries. 

Requirements for Future Implementation 
Organisational Readiness Assessment Future implementations require thorough partner 
selection processes that Prioritise organisations with demonstrated commitment to cultural 
change. The critical success factor at Chisholm—prior investment in respectful workplace 
behaviours and strategic recruitment decisions—must be replicated or developed before 
project commencement. This suggests a two-phase implementation model: foundational 
culture work followed by gender equity advancement. 



 

50 
 

Multi-Year Funding Commitment The project's success required 18+ months for relationship 
building, cultural change, and outcome measurement. Future implementations need secure 
funding for minimum 2-3 year periods to enable sustainable transformation rather than 
superficial compliance. Short-term funding cycles undermine the deep cultural work necessary 
for lasting change. 

Industry Champion Development Sustained industry engagement requires identifying and 
cultivating champions within employer networks before project launch. The mixed results with 
industry engagement suggest that future projects should invest heavily in relationship building 
and demonstrating early wins to skeptical employers. 

Data Infrastructure Development The significant gaps in student withdrawal documentation 
highlight the need for robust data collection systems from project inception. Future 
implementations require partner organisations to commit to enhanced data collection 
protocols and regular reporting mechanisms. 

Potential Implementation Barriers 
Resource Competition and Change Fatigue Educational institutions face multiple competing 
priorities and change initiatives. The "time constraints" identified by stakeholders suggest that 
successful implementation requires careful timing and integration with existing organisational 
development cycles rather than additional workload burden. 

Industry Cultural Resistance Despite skills shortage pressures, deeply embedded cultural 
norms in male-dominated industries create persistent resistance to gender equity initiatives. 
The "disconnect between government programs and employer needs" feedback suggests that 
future projects must more effectively demonstrate immediate, tangible business benefits. 

Policy and Leadership Transitions Organisational commitment to gender equity can be 
vulnerable to leadership changes or policy shifts. The sustainability of embedded cultural 
change depends on institutional memory and succession planning that maintains momentum 
beyond initial champion involvement. 

Critical Lessons for Project Planning 

Start with Organisational Assessment Conduct comprehensive readiness evaluations before 
partner selection. Organisations must demonstrate existing commitment to cultural change 
through prior actions in recruitment, performance management, and professional development 
rather than just expressed interest in gender equity. 

Design for Sustainability from Day One Embed all interventions within existing organisational 
structures and funding streams rather than creating parallel systems requiring ongoing external 
support. Gender equity must become integral to core business operations, not an additional 
program. 
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Invest in Relationship Building Allocate significant early project resources to stakeholder 
engagement and trust building, particularly with industry partners. The project's success with 
educational partners versus mixed results with industry highlights the importance of intensive 
relationship cultivation. 

Measure and Communicate Impact Continuously Develop robust data collection and 
outcome communication strategies that demonstrate both process achievements and 
measurable impacts. The dramatic retention improvement (60% to 16% attrition) provided 
crucial evidence for sustaining commitment and overcoming skepticism. 

Long-term Sustainability Strategy 
Knowledge Transfer and Dissemination WHISE's commitment to ongoing conference 
presentations, academic papers, and knowledge sharing ensures the project's methodologies 
and learnings reach broader audiences. This dissemination strategy creates opportunities for 
replication and adaptation across different sectors while maintaining visibility for the original 
work. 

Institutional Policy Integration The recommendations embedded within Chisholm's 
operational frameworks—gender equity in staff meetings, mandatory training modules, 
enhanced reporting mechanisms—create self-sustaining systems that continue beyond 
funding periods. These policy integrations require minimal ongoing costs while maintaining 
cultural change momentum. 

Industry Network Development The established relationships with Steel Chicks mentoring 
programs and major companies like BlueScope and Auckland Steel create ongoing support 
structures independent of project funding. These industry partnerships provide pathways for 
sustained student support and workplace culture development. 

Critical Sustainability Factors 

Infrastructure Requirements: Minimal additional infrastructure needed due to integration 
within existing systems, though enhanced data collection capabilities require some 
technological investment. 

Capability Development: Ongoing professional development for gender equity representatives 
and continued unconscious bias training require modest annual budget allocations but can be 
integrated within existing training frameworks. 

Demographic Considerations: The approach is scalable across different demographic 
contexts, though specific cultural adaptations may be required for different communities or 
industry sectors. 



 

52 
 

Cost Effectiveness: The embedded approach minimizes ongoing costs while maximizing 
impact through systematic integration rather than program addition, making it financially 
sustainable for educational institutions and industry partners. 

The project's legacy lies not in its specific interventions but in its replicable methodology for 
creating systematic, evidence-based gender equity transformation across education-industry 
partnerships. 
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APPENDIX 1 
CASE STUDY: GENDER IMPACT ASSESSMENT PROCESS 
AT CHISHOLM INSTITUTE 
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Background 

The Gender Impact Assessment (GIA) at Chisholm Institute formed a cornerstone of the "Nice 
Work If You Can Get It" project, addressing persistent gender inequalities in manufacturing and 
engineering education. With female students representing only 3.8%-12.1% of total 
enrollments and experiencing retention challenges (60% attrition rate in 2022), the institute 
needed systematic capacity building to transform its educational culture and practices. 

Capacity Building Needs Addressed 

The GIA process targeted multiple interconnected capacity building requirements within 
Chisholm's Engineering and Manufacturing departments: 

Cultural Competency Development: Staff needed enhanced understanding of unconscious 
bias, intersectionality, and gender-responsive teaching practices. Despite previous 
professional development in respectful workplace behaviours, educators lacked specific skills 
to recognize and address gender-based barriers in technical education. 

Systematic Problem-Solving Skills: The institution required frameworks for identifying and 
analysing gender inequity using evidence-based approaches rather than assumptions. Staff 
needed tools to move beyond surface-level solutions like "recruit more women" to address 
underlying cultural and structural barriers. 

Sustainable Change Management: Building internal capacity for ongoing gender equity work 
rather than dependence on external consultants was essential. This included developing 
institutional mechanisms for continuous improvement and accountability. 

Industry-Responsive Gender Analysis: Staff needed skills to address gender equity within 
manufacturing industry contexts, understanding how educational practices connect to 
workplace outcomes and career progression barriers. 

Implementation Steps 

Phase 1: Foundation Setting The process began with comprehensive briefings on GIA 
methodology for all Engineering and Manufacturing team members. Women's Health in the 
South East (WHISE) delivered introductory sessions explaining how gender impact assessment 
differs from traditional equality approaches, emphasizing systematic analysis over reactive 
measures. 

Phase 2: Problem Definition Workshop (Session 1) Twenty-five educators and management 
staff participated in structured problem identification exercises. Using manufacturing problem-
solving techniques rather than community health approaches, participants examined gendered 
barriers and critically assessed assumptions about women's progression. The team collectively 
identified their core challenge as "student and workplace culture that enables sexism, gender 
segregation, and social isolation for women in manufacturing education and training." 
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Phase 3: Context Analysis Workshop (Session 2) Participants explored unconscious bias, 
gender stereotypes, and cultural norms reinforcing inequities. They analysed gender 
segregation data, student retention patterns, and classroom interaction dynamics. Key insights 
emerged about how machine design, infrastructure, and social isolation contributed to female 
student experiences. 

Phase 4: Options Development Workshop (Session 3) Teams developed potential 
interventions using intersectional analysis to evaluate gendered costs and benefits of various 
strategies. Participants considered policy changes, curriculum modifications, and support 
structure improvements through gender-responsive lenses. 

Phase 5: Recommendations Workshop (Session 4) The final session synthesized findings into 
strategic recommendations Prioritised by feasibility and impact. Participants developed 
implementation plans with clear accountability mechanisms and success indicators. 

Challenges and Solutions 

Initial Resistance and Time Constraints Stakeholders interviewed identified "time 
constraints" as a significant barrier, with initial engagement improving only after educators 
recognized training value. WHISE addressed this by: 

• Scheduling sessions on "class-free days" to maximize participation 

• Demonstrating immediate practical applications rather than theoretical concepts 

• Integrating GIA findings into existing staff meetings and operational planning 

Bridging Academic and Industry Perspectives Connecting educational theory with 
manufacturing industry realities required careful navigation. The solution involved: 

• Using manufacturing problem-solving methodologies familiar to technical educators 

• Incorporating industry data on skills shortages and workforce demographics 

• Positioning gender equity within economic productivity frameworks rather than social 
justice alone 

Moving Beyond Surface Solutions Initial discussions focused on traditional approaches like 
recruitment campaigns. Facilitators addressed this by: 

• Providing systematic frameworks for analysing root causes 

• Using data to challenge assumptions about women's career preferences 

• Encouraging deeper examination of institutional practices and cultural norms 

Essential Resources 
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Methodological Framework: WHISE's adaptation of Commission for Gender Equality GIA 
guidelines specifically for technical education contexts proved crucial for systematic analysis. 

Industry Data Integration: Manufacturing workforce statistics, skills shortage data, and 
apprenticeship completion rates provided compelling evidence for change arguments. 

Organisational Readiness: Chisholm's prior investment in respectful workplace behaviours 
and strategic recruitment decisions created essential foundation for rapid progress. 

Partnership Support: SEMMA's industry connections and Women's Health expertise provided 
credibility and practical context for recommendations. 

Facilitation Expertise: External facilitation by gender equality specialists ensured objective 
analysis while building internal capacity for ongoing work. 

Outcomes and Benefits 

Institutional Cultural Transformation The GIA process catalyzed significant cultural shifts 
within Chisholm's Engineering department. As one stakeholder interviewed noted: "The most 
significant change for me was my own improved understanding as a manager and leader 
regarding the breadth and depth of actions that can create a more inclusive environment." 

Staff reported becoming "extremely open and honest" and more aware of their assumptions. 
Gender equity discussions became embedded in monthly staff meetings as "part of the norm," 
moving beyond tokenism to systematic integration. 

Enhanced Teaching Practices Educators developed increased confidence in identifying and 
addressing gender disparities in classroom environments. The process built understanding of 
intersectionality and "power of privilege," described as "big light bulb moments" by 
participants. 

Measurable Retention Improvements Female student attrition rates dramatically improved 
from 60% in 2022 to 16% in 2024, suggesting that cultural changes translated into tangible 
outcomes for female students. 

Sustainable Capacity Building The process established ongoing mechanisms including: 

• Gender equality as standing agenda item in staff meetings 

• Dedicated gender equality representatives in delivery areas 

• Integration of diversity, equity, and inclusion content in curriculum 

• Enhanced mentorship programs connecting students with industry professionals 

Industry Engagement Enhancement The systematic approach provided credible foundation 
for engaging manufacturing employers in gender equity discussions, moving beyond 
compliance to business case arguments. 
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Lessons for Future Planning 

Organisational Readiness is Critical Future GIA implementations must Prioritise partner 
selection based on demonstrated commitment to cultural change rather than expressed 
interest alone. Chisholm's prior work in respectful workplace behaviours proved essential for 
rapid progress. 

Systematic Approach Over Piecemeal Interventions The comprehensive four-session 
structure enabled deep analysis rather than superficial solutions. Future implementations 
should resist pressure for abbreviated processes that undermine thorough examination of 
complex issues. 

Industry-Relevant Methodology Essential Adapting GIA frameworks to sector-specific 
problem-solving approaches (manufacturing techniques rather than community health models) 
increased credibility and engagement among technical educators. 

Embed Sustainability from Start Integration with existing operational structures (staff 
meetings, professional development, policy frameworks) ensured continuation beyond project 
funding. Future planning should Prioritise this embedding over parallel program creation. 

Data-Driven Evidence Building Combining quantitative enrolment and retention data with 
qualitative experiences provided powerful foundation for change arguments. Future 
implementations should invest in robust data collection from project inception. 

Male Ally Development Engaging male staff as active participants rather than passive 
recipients proved crucial for cultural transformation. Future planning should explicitly design 
for inclusive participation rather than positioning gender equity as women's responsibility. 

The GIA process at Chisholm Institute demonstrates that systematic, evidence-based capacity 
building can achieve rapid and sustainable cultural transformation when supported by 
organisational readiness, appropriate methodology, and comprehensive implementation. The 
approach provides a replicable model for addressing gender inequity in male-dominated 
educational and industry contexts. 
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APPENDIX 2 
OUTCOMES AND FINDINGS – STUDENT FORUM 
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WOMEN IN MANUFACTURING STUDENT FORUM REPORT: 
KEY CHALLENGES & OPPORTUNITIES 
Introduction 

This report summarizes the insights and experiences shared by female students and 
apprentices at the Women in Manufacturing Student Forum held on November 28, 2024, at 
Chisholm Institute. The forum provided a vital platform for participants to discuss the unique 
challenges, issues, and opportunities they encounter in manufacturing and engineering TAFE 
programs and subsequent workplaces. Drawing upon the principles of the Most Significant 
Change (MSC) methodology, this report aims to highlight emergent themes and the nuanced 
complexities of their lived experiences, informing future policy and practice to foster a more 
inclusive industry. 

Seventeen participants engaged in facilitated discussions, with a total of 13 students and 5 
staff (from Chisholm and WHISE) attending the forum. 

Pathways into Manufacturing: Inspirations and Entry Points 
Participants shared diverse and often personal reasons for entering the manufacturing industry, 
highlighting the importance of trusted relationships and accessible entry points. 

• Family Influence: Many were inspired by family members, such as fathers, brothers, or 
partners, who encouraged them to explore the field. One participant noted, "My brother 
and Dad have been the biggest supporters." Another shared, "My dryer broke and I 
pulled it apart and put it back together. My brother encouraged me... my dad also got 
me to help him on the motorbikes." 

• Hands-on Appeal: A strong common thread was a passion for practical work and 
creating things. One student expressed, "I fell in love with Welding… Making something 
from nothing." Another, who transitioned from hospitality during COVID-19, found 
satisfaction in working with her hands. 

• Short Courses & Referrals: Entry-level programs, like a 4-week welding course, proved 
critical in sparking interest and making the industry accessible. Personal networks and 
trusted referrals played a significant role in initial job placements, with one participant 
being "hired on the spot" by an accepting workplace. 

Key Challenges, Issues, and Matters Facing Women 
Despite a genuine passion for their chosen trades, participants consistently reported 
significant challenges stemming from deeply ingrained workplace cultures, lack of professional 
respect, and structural barriers. 
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1. WORKPLACE CULTURE & HARASSMENT: THE "NORMALISED" 
ENVIRONMENT 
A pervasive theme was the presence of a toxic workplace culture, often characterized by 
inappropriate behaviour and a lack of accountability. 

• "Locker Room Talk" and Sexism: Participants described persistent "locker room talk," 
sexist remarks, and unwanted physical contact. One shared, "It's become so 
normalised and it's disgusting to witness." Another expressed frustration with 
comments like "You're too pretty to be an engineer." 

• Burden of Reporting: The emotional and practical burden of constantly having to report 
poor behaviour was highlighted as "exhausting." Participants felt that "creepy gets 
tolerated" and that speaking up could lead to retaliation or being labeled "difficult." 

• Lack of HR Support: Especially in smaller companies, limited access to HR or a clear 
reporting mechanism left women feeling unsupported. "HR say they are available but 
not sure who I go to." 

• Bystander Inaction: While some male colleagues were protective ("I gained 20 dads... I 
gained 15 older brothers"), there was also a sense that others would not "stick their 
necks out to support openly." 

2. PROFESSIONAL RESPECT: CONSTANTLY PROVING THEMSELVES 
Many women felt a constant need to prove their competence and battle assumptions about 
their abilities, regardless of their skills or qualifications. 

• Assumed Incompetence: A recurring sentiment was being "treated like I knew nothing" 
despite experience or qualifications. One participant, a leading hand, recounted, 
"Builders would walk up to the men and the colleagues redirected them to me." 
Another, top of her class, still found that "they avoid me." 

• "Sick of Proving Myself": This constant scrutiny led to exhaustion and self-doubt. One 
participant stated, "Over a longer period of time, the reason I left, I got sick of people 
assuming I knew nothing and felt like I had to prove myself all the time." This can lead to 
questioning "Self-confidence, because I question whether I am good enough." 

• Tokenism and Stereotypes: Some felt their achievements were dismissed as "you won 
your awards because you are a girl," or that they were hired simply because they were 
female ("did I get this job because I am the only girl"). The "pretty girl" tactic was also 
mentioned, where women felt pressured to use their appearance to get tasks done. 

3. WORK-LIFE BALANCE & WOMEN'S HEALTH: THE INFLEXIBLE INDUSTRY 
The industry's rigid structures often failed to accommodate personal and health needs, 
particularly for mothers and caregivers. 
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• "Mum Guilt" and Inflexibility: Mothers struggled with early starts, long hours, and a 
lack of flexible options for school pickups and drop-offs. One participant experienced 
"mum guilt" from being away from her kids and wished for "Part-time options." 

• Lack of Understanding for Health Issues: Participants reported a limited 
understanding from male bosses regarding women's health needs, including 
menstruation and pregnancy. "I feel that male bosses don't understand what the pain is 
like and it's awkward to have that conversation." One shared a dismissive response: "Oh 
you're fine, just take Panadol!" 

• Pregnancy Discrimination: Experiences included organisations not knowing how to 
manage pregnant employees, offering inadequate safety measures (e.g., heavy lead 
aprons in welding), and even misogynistic conversations about not hiring pregnant 
women due to perceived risks. 

4. ISOLATION AND LACK OF REPRESENTATION 
Being the "only girl" in a workplace was a common experience, leading to feelings of isolation 
and a lack of visible career pathways. 

• "Where Did They Go?": Participants questioned the lack of fully-qualified female 
tradies, asking, "I can see the photos over the years of female apprentices but where did 
they go?" This highlights a retention issue and a lack of visible role models for career 
progression. 

• Need for Support Person: The absence of a trusted support person in the workplace 
exacerbated feelings of isolation. "Having a person you can go too really helps but if you 
don’t have that person you are isolated." 

• Limited Female Networks: While some informal networks existed (e.g., WhatsApp 
groups, Facebook "Tradie Lady" groups), there was a desire for more formal or 
accessible female-specific support. 

Opportunities for Change: Student-Identified Priorities 
Participants were proactive in identifying key priorities for systemic change within 
manufacturing education and workplaces: 

1. WORKPLACE CULTURE & RESPECT 
• Foster Empathy and Respect: "Shouldn't have to demand to be treated in a humane 

way/as an equal." 

• Zero Tolerance Policies: "Stamping out bad behaviour would help." 

• Education on Respectful Behavior: "It has to start with apprentices!! - we need to do a 
seminar with all students about respectful behaviour." This emphasizes that cultural 
change must begin at the foundational level. 
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2. REPRESENTATION & INCLUSION 
• More Visible Role Models: "Need more representation in fully-qualified female 

tradies." 

• Early Exposure: "More representation of women in trades from younger ages" through 
advertisements and pushing for females in "male-dominated" jobs. 

• Stronger Social Networks: Developing formal mentoring programs and women's 
networks within the industry. 

3. EDUCATION & TRAINING 
• Dedicated Support/Mentoring: "Dedicated support/mentoring" specifically for women 

in trades. 

• Workplace Rights Training: Ensuring all apprentices receive training in workplace 
rights and anti-discrimination policies. 

• Curriculum Review: Reviewing curriculum for subtle biases and ensuring inclusive 
teaching practices. 

4. COMMUNICATION & WORKPLACE PROCESSES 
• Clear Protocols: Management needs to establish clear "bullying and harassment 

[protocols]" in contracts and ensure employers' values are known and upheld. 

• Trusted Support Person: Designating a "support person" in workplaces for female 
apprentices. 

• Improved Communication: Addressing miscommunication between management and 
female apprentices to ensure clear pathways for support. 

5. STRUCTURAL CHANGES 
• Flexible Work Arrangements: "If there was Part time options it would have helped 

enable parents do school pick-ups." 

• Appropriate Workwear: "Uniforms – NO PINK!!" 

• Equitable Pay: Ensuring equal pay and encouraging transparency around salaries. 

Conclusion: MSC Analysis of Student Experiences 
The Women in Manufacturing Student Forum provided rich "significant change stories" that, 
while not formally selected through a hierarchical MSC process, collectively highlight critical 
areas for intervention. The most significant changes desired by these students revolve around a 
fundamental shift in workplace culture, demanding basic respect and equitable treatment, and 
the provision of structural support that acknowledges women's unique needs and aspirations. 
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The tension between a genuine passion for the work and the persistent cultural and structural 
barriers is a striking emergent theme. Students "fell in love with welding" and enjoyed "making 
something from nothing," yet faced exhaustion from "constantly having to prove myself" and 
dealing with "locker room talk." This indicates that simply attracting women to trades is 
insufficient; retention and success depend heavily on creating genuinely inclusive and 
supportive environments. 

The students' collective "voice" points to a clear need for proactive, systemic interventions 
rather than reactive measures. Their emphasis on starting education on respectful behaviour 
with apprentices, establishing formal mentoring, and demanding flexible work arrangements 
reflects a desire for foundational shifts that will "protect the next generation." The question 
"where did all the female apprentices go?" serves as a powerful, implicit "significant change 
story" of attrition, underscoring the urgency of addressing these issues to ensure long-term 
participation and career progression for women in manufacturing and engineering. This report, 
therefore, serves as a vital qualitative data point, providing deep insights into the lived realities 
that must inform future strategies for gender equity in the industry. 
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APPENDIX 3 
EVALUATION OF GIA CAPACITY BUILDING REPORT 
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SECTION 4 
Project Extension Activities: July 2025 – June 2026 
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OVERVIEW 
Following the completion of the evaluation (September 2025), the Victorian Government 
provided a grant extension for the Nice Work If You Can Get It project through to June 2026. This 
extension enabled the partnership to continue its dissemination, sector engagement, and 
relationship-building work, and provided the foundation for a new funded project building 
directly on the model. The activities documented in this section reflect the sustained 
momentum of the project beyond its initial evaluation period and demonstrate the reach and 
influence of the work across the Victorian and national VET sector. 

PRESENTATION AT TAFE DIRECTORS AUSTRALIA 
CONVENTION 2026 
The project was presented at the TAFE Directors Australia (TDA) Convention 2026 (“Power of 
TAFE”, Brisbane, 5–7 May 2026). The session, titled Challenging Gender Norms in 
Manufacturing: A Partnership Model for Systemic Change, was presented jointly by Matt Baker 
(Chisholm Institute) and Krissy Nicholson (WHISE). Approximately 25 people attended, with 
many remaining afterwards to ask further questions and several approaching the presenters at 
other points during the conference to continue the conversation. 

The presentation itself modelled the core message of the project: the delivery reflected strong 
partnership, with presenters drawing on complementary expertise. Feedback was positive, with 
audience members commenting that the project was new and innovative to many in the room. 
Questions from the floor included whether the Government was aware of the work, how the 
program was now embedded within the TAFE, and whether a similar approach could be applied 
in feminised industries such as nursing and caring to attract more men. 

Key contacts established at the convention for follow-up included: 

• Sarojni Choy (Griffith University) – Requested follow-up to discuss the report, with a 
view to publishing in the first VET and Women book. 

• Mark Mahon (Portfolio Director, Resources & Logistics, North Metro TAFE, WA) – 
Seeking advice on how to replicate the work in Western Australia, including whether 
there are comparable women’s health organisations to partner with. Links to project 
documents and video shared; further discussions anticipated. 

• Ross (Apprentice Support Officer network) – Identified a significant gap in gender 
knowledge among Apprentice Support Officers and expressed interest in exploring how 
WHISE could provide support in this space. 

GOVERNMENT ENGAGEMENT 
A key outcome of the TDA Convention presentation was direct engagement with the 
Department of Jobs, Skills, Industry and Regions (DJSIR), catalysed by a delegate’s question 
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about whether the work had been shared with Government. The following contacts and 
meetings resulted: 

• Simon Smith (A/Manager, Delivery, TAFE Strategy, Systems and Tertiary 
Governance, Office of TAFE Coordination and Delivery) – Asked the Government 
question at the TDA session. Followed up by email and provided key DJSIR contacts. 

• Susan Thomas (Executive Director, TAFE Partnerships and Governance, DJSIR) – 
Met in person following the convention. Discussions are underway to organise a 
presentation to all TAFE CEOs at their next network meeting. 

• Genesis Buchanan (Manager, DJSIR) – Manages several gender equity projects across 
the TAFE network. Connected by email to explore potential alignment and further 
engagement. 

A formal meeting was subsequently held with DJSIR, attended by Lily M Clifford, Genesis R 
Buchanan, and Sally L Stanef, to discuss the project and its potential for broader application 
across the Victorian TAFE network. This meeting represents a significant step toward the 
project’s integration into state-level policy and workforce planning. 

SECTOR RECOGNITION AND MEDIA COVERAGE 
During the extension period, the project received recognition from a range of sector bodies, 
government agencies, and industry organisations, demonstrating its reach beyond the original 
partnership. 

• Commission for Gender Equality in the Public Sector – The Commission published a 
dedicated feature on the project: “Opening Doors in Manufacturing: Chisholm Leads 
the Way on Gender Equality”, available at 
https://www.genderequalitycommission.vic.gov.au/opening-doors-manufacturing-
chisholm-leads-way-gender-equality  

• Chisholm Institute news article – “Chisholm Tackles Gender Gap in Manufacturing”, 
published on the Chisholm Institute website and cross-posted to WHISE’s website: 
https://www.chisholm.edu.au/news-and-events/news/news/chisholm-tackles-gender-
gap-in-manufacturing  

• TAFE Directors Australia newsletter – The project was featured in the TDA August 2025 
newsletter (“The Heart is Willing … but Oh So Many Constraints”, CEO Jenny Dodd): 
https://tda.edu.au/newsletters/the-heart-is-willing-but-oh-so-many-constraints-
comment-by-ceo-jenny-dodd/#title-8  

• Australian Industry Group (Ai Group) CET – A dedicated article, “Industry and 
Education Must Work Together for Gender Equity” (September 2025), focused on the 
project’s findings and partnership model: 

https://www.genderequalitycommission.vic.gov.au/opening-doors-manufacturing-chisholm-leads-way-gender-equality
https://www.genderequalitycommission.vic.gov.au/opening-doors-manufacturing-chisholm-leads-way-gender-equality
https://www.chisholm.edu.au/news-and-events/news/news/chisholm-tackles-gender-gap-in-manufacturing
https://www.chisholm.edu.au/news-and-events/news/news/chisholm-tackles-gender-gap-in-manufacturing
https://tda.edu.au/newsletters/the-heart-is-willing-but-oh-so-many-constraints-comment-by-ceo-jenny-dodd/#title-8
https://tda.edu.au/newsletters/the-heart-is-willing-but-oh-so-many-constraints-comment-by-ceo-jenny-dodd/#title-8
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https://cet.australianindustrygroup.com.au/news/blogs/2025/industry-and-education-
must-work-together-for-gender-equity/  

• Manufacturing Industry Skills Alliance (MISA) – A dedicated best practice case study 
was published on the national MISA website, featuring Chisholm Institute’s work 
through this project: https://manufacturingalliance.org.au/chisholm-institute/ 

ADDITIONAL SECTOR ENGAGEMENT 
A number of additional follow-up connections are in progress as a result of the TDA Convention 
and broader dissemination activity: 

• Science and Gender Equality (SAGE) Ltd – Follow-up with SAGE team members 
anticipated following initial contact. 

• Brian Ornsby, Swinburne TAFE – Follow-up engagement expected as part of the 
broader Swinburne partnership development (see below). 

NEW PARTNERSHIP: SWINBURNE TAFE CO-DESIGN 
PROGRAM 
Building directly on the evidence base and methodology developed through Nice Work If You 
Can Get It, WHISE has commenced a new project partnership with Swinburne TAFE. This 
project involves the co-design of a capacity building program with trade teachers, focused on 
developing both their own skills and those of their students in equitable behaviours in trades 
environments. 

The program is being co-designed in 2026, with delivery planned for 2027. Significantly, this is 
fee-for-service work commissioned by Swinburne TAFE, demonstrating that the model 
developed through this project has commercial viability and is replicable without reliance on 
external grant funding. This represents a meaningful indicator of sustainability and sectoral 
confidence in the approach. 

VET PRACTITIONER FELLOWSHIP – APPLICATION OF 
INTEREST 
The project has also provided the evidentiary foundation to support a project partner in applying 
for a Churchill Fellowship through the Winston Churchill Trust (applications closing May 2026). 
The proposed area of focus for the Fellowship is gender equity in trades environments – directly 
aligned with the work undertaken through this project. The Fellowship would enable the 
applicant to undertake international research and study to further develop and strengthen the 
model, with findings to benefit the broader VET sector. 

Further information on the Winston Churchill Fellowship program is available at: 
https://www.churchilltrust.com.au/become-a-fellow/  

https://cet.australianindustrygroup.com.au/news/blogs/2025/industry-and-education-must-work-together-for-gender-equity/
https://cet.australianindustrygroup.com.au/news/blogs/2025/industry-and-education-must-work-together-for-gender-equity/
https://www.churchilltrust.com.au/become-a-fellow/
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