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Driving Industry Conversations – Women in Automotive 
 

This document summarises discussions from Driving Industry Conversations – Women in 
Automotive on 24 June 2026. This summary captures the consistent themes raised across these 
sessions to inform training package reform and broader industry engagement. 

What attracted you to the Automotive Industry? And what has kept you 
in the industry? 

• Entering back in 1988 after a school elective, when rebuilding an engine and was 
encouraged by her teacher. A natural aptitude and family background in the diesel trade 
drew her in, and passion and skill have kept her there for nearly four decades. 

• Joining the automotive industry was by chance through a job opportunity in apprenticeship 
services, not from a technical background. Female apprentices today are joining because of 
greater exposure and visible role models showing the path is viable. 

• Working adjacent to the trade running short automotive air conditioning courses. More 
women are coming through training and noted a trainer’s anecdote that women in heavy 
vehicle sometimes gravitated toward auto electrical due to physical demands and thrived 
there. 

• Entering the trade was a process of elimination, motivated partly by spite after being told she 
couldn’t do it. Leaving after a difficult workplace experience but returned because she 
realised she belonged there. A supportive employer was the turning point, and nearly 10 
years later the industry is “deeply ingrained” in her identity. 

• Working to support women into trades nationally and has been focused on automotive due 
to identified cultural issues. Her goal is to no longer be needed in her role; this would be a 
sign that participation and inclusion have normalised. 

• Future Fit Academy apprentices entered from varied backgrounds, farm work, airport 
security, STEM and were attracted by desire for change, hands-on learning, and the 
opportunity to work on their own vehicles. The inclusive, supportive culture at BHP was cited 
as a major retention factor, with one participant describing it as “home.” 

2. What challenges have you faced as a Woman in Automotive? 
A wide range of workplace and cultural challenges were raised: 

• Ill-fitting uniforms and PPE: It was described as wearing men’s pants and shirts labelled 
with a male colleague’s name, being called “Dan” for four years, and facing ridicule for 
purchasing pink steel-capped boots. 

• Sexism and harassment: Comments about social media presence, assumptions about how 
women are hired, and dismissive comments when in pain i.e one participant broke a finger 
and was told she must be “on her period”. This led her to hide in the toilet when hurt to avoid 
ridicule. 

• Missed opportunities: Qualified women being passed over for roles due to gender 
stereotypes rather than skills. 

• Historical culture: Entering the industry in 1988 with no protections and needing to be “very 
thick skinned.” It was noted that passion and knowledge can be intimidating to male 
colleagues, which feels empowering but also isolating. 
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• Isolated or small workplaces: Culture change is harder in isolated branches or small light 
vehicle workshops, where the insulated environment can allow negative behaviours to 
persist. 

• Positive contrast – BHP Future Fit: The group of apprentices reported no challenges in 
their workplace. BHP’s inclusive culture means they are judged on skills alone. This was 
attributed to strong support from management down and was described as boosting 
motivation and making them want to come to work. 

• Role modelling and critical mass: Having more than one woman in a workplace helps 
counter imposter syndrome and reinforces a sense of belonging. 

• Job advertising language: Gendered language in job ads deters women from applying.  
 

3. What are the barriers to women entering technical automotive roles? 
Key barriers identified included: 

• Fear of the unknown and stigma: Women know the industry may be unwelcoming and are 
deterred before they even try. The fear of stigma almost stopped her applying, it didn’t 
happen, but the reputation precedes the reality. 

• Lack of exposure and school guidance: Schools particularly those with a university focus 
don’t present trades as a viable option, additionally there was no specific advocacy or 
promotion for women in automotive at school level. 

• Self-belief: Participants almost didn’t apply because they felt “too old” and lacked 
confidence. The belief that one can do it, not just the opportunity is a real barrier. 

• Small business hiring bias: Small workshops, faced with a choice between a male and 
female applicant, will often default to male due to perceived complications of a mixed-gender 
small team. This excludes talented women from a significant portion of the industry. 

• Childcare and parental leave: Early starts and block rosters don’t align with childcare 
availability, and that small businesses struggle to afford the cost of parental leave policies in 
practice. This creates a gap between legislative intent and on-the-ground reality. 

• Postpartum wellbeing and returning to work: Postpartum depression and the difficulty of 
returning to a trade role when childcare logistics and job specificity (knowing the exact state 
of a job) can make handover almost impossible. 

• Poor middle management and apprentice supervisor training: Many mechanics become 
business owners without training in how to manage or mentor people. Apprentices, 
especially those who are green and mouldable can absorb toxic culture from poorly 
equipped supervisors. 

• Parental attitudes to trades: Some parents communicate that trades are “lower 
socioeconomic” or bad for health, discouraging young women before they start. 

• Unrealistic industry marketing: Industry promotion that emphasises EV and diagnostics 
creates inflated expectations that don’t match the reality of many workshop roles, leading to 
disillusionment. 
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4. What opportunities exist for career growth, and how has your career 
evolved? 
Participants reflected on their own trajectories and the wider landscape for career development: 

• Technician work across dealerships and small workshops, self-employment, service 
advising, training (including at Chisholm Institute for 10 years and the Royal Australian 
Navy), content development, and vehicle flipping. She passionately advocated for more 
female trainers, noting women often explain concepts more clearly. 

• Female trainers are in short supply, especially in heavy vehicle and air conditioning. It was 
raised the broader issue of inadequate funding to attract trainers compared to funding 
focused on apprentice recruitment. 

• Students have progressed to supervising roles within 12 months and to department 
leadership within a few years. BHP provides visible long-term career pathways. 

• On completing their apprenticeships, the cohort will move to 12-month site contracts, with 
further choices between residential and FIFO rosters. The growth of electrification and 
autonomous vehicles was noted as an exciting and expanding opportunity in auto electrical. 

• Career progression is a key retention tool. Women coming into trades are often first-
generation tradies who need someone to plant the seed and help them see what’s possible.  

• There is no ceiling for career growth in automotive. The breadth of the industry (including 
maintenance of theme park rides and industrial equipment) is huge. The importance of 
women championing each other rather than competing needs to be encouraged more. Being 
a mechanic is a full career in its own right not merely a stepping stone. Monthly goal-setting 
was cited as a successful retention and development tool used by some employers. 

Key themes and takeaways 
• Culture is the critical variable: Workplaces with inclusive cultures, driven from 

management down, see higher engagement, better retention, and stronger productivity.  
• Men must be part of the solution: With women representing approximately 3% of the 

automotive workforce, men must actively advocate and model inclusive behaviour. The 
forthcoming employer session (predominantly male participants) will focus on this. 

• Education and exposure need to start early: School career advisors, parents, and 
teachers must present trades as a genuine and rewarding career option, particularly for 
women and girls. 

• Middle management capability is a gap: Training for those who supervise apprentices is 
underdeveloped. The quality of the immediate workplace relationship is a major driver of 
retention or attrition. 

• Practical barriers persist for working parents: Childcare, parental leave affordability for 
small business, and flexible arrangements all need systemic attention. 

• More female trainers are needed: Women bring a nurturing communication style that 
benefits learners of all genders. Pathways into training roles should be better promoted to 
experienced tradeswomen. 

• Authentic industry promotion matters: Marketing that overpromises on technology and 
underprepares entrants for hands-on reality creates early attrition. 

 
The views, claims, and recommendations in this summary are drawn solely from what was 
discussed during the Driving Industry Conversations consultation and do not necessarily reflect the 
official position of AUSMASA. They are presented to capture industry feedback and inform further 
discussion, not as AUSMASA policy or endorsement. 
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