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Profile of Australian Women in Business
Introduction
Australian women are increasingly becoming business operators, perhaps to improve their family's
social and economic wellbeing, remain attached to the labour force and better manage their work-life
balance. Just over a third of Australia’s business operators are women (34%), and their numbers are
rising.
This report provides a profile of Australian women business operators, to enable a better
understanding of the changing role of this pathway of employment for women. A wide range of data
has been gathered together for the first time to present a national picture of their personal, family,
business and employment characteristics.
The report shows the ways in which women who run their own businesses differ from male business
operators, and from female and male employees. It examines the reasons women establish their own
businesses, and notes some of the barriers to women’s employment in general and starting a
business in particular.
Recognising interest in particular groups of women business operators, the report also provides key
characteristics of the following groups: Aboriginal and Torres Strait Islander women, migrant women,
women in remote Australia, women with a disability, older women and women with dependent
children.
In the broader context of women’s workforce participation, this wide-ranging and detailed collection of
data adds depth and breadth to the existing literature on women’s self-employment in Australia.
Together with an extensive literature review, and a discussion of data gaps and options for
addressing those gaps, this report provides a comprehensive resource for policy makers and
academics.
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Guide to reading this report:
key data sources and definitions
Data sources
Reference date of data source
To provide a comprehensive a picture of women business operators, the information in this profile has
been drawn from a range of different surveys, each contributing a different part of the picture. For
ease of reading, these surveys are referred to by date throughout the text. If two dates are the same,
the less common source will be named in the text.
Where the text refers to a particular month and/or year only, the data source is as follows:

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

June 2014:
2013-14
2013:
July 2013:
April 2013:
2012-13:
2012:
May 2012:
February 2012
2011-12
2011:
2010:
2009-10:
2008:
2007:
(SEARS)
2006:

Labour Force Survey (LFS)
LFS data averaged over the financial year
Forms of Employment Survey, November 2013 (FoES)
Job Search Experience survey (JSE)
Work Related Training and Adult Learning Survey (WRTAL)
Survey of Barriers and Incentives to Labour Force Participation
Survey of Disability and Carers (SDAC)
Survey of Employee Earnings and Hours (EEH)
Labour Mobility Survey
Survey of Income and Housing (SIH)
Census of Population and Housing (Census)
General Social Survey (GSS)
Family Characteristics Survey (FCS)
Locations of Work Survey (LoW)
Survey of Employment Arrangements, Retirement and Superannuation
Time Use Survey (TUS)

Longitudinal Census data
Where the text refers to longitudinal Census data, this is the Australian Census Longitudinal dataset
(ACLD) 2011, which follows a 5% sample from the 2006 Census of Population and Housing.
Date not mentioned in paragraph
Where no date is mentioned in a paragraph, the data will refer to the last date mentioned in the
previous paragraph.
Previously published and unpublished data
Where the data in this report is from a previously published data source, the source is mentioned in
the previous paragraph.
All previously unpublished data (i.e. data that has been specifically created for this report) is sourced
in the text using the date referencing method above. Much of the data in this report has not been
published in other sources.
Differing age ranges
It is not always possible to present data from different sources or time periods in the same age range
formats. For example, when looking at people of working age, ABS Gender Indicators data might use

the age range 15-64 or 15-74 depending on the extent to which the data can be broken down by age.
Where possible, this report has used the greatest age spread possible, but data extracted for the
report and previously published data may show different age ranges for similar characteristics.

Data definitions
Who is a business operator?
For the purposes of this report, a business operator is defined as an owner manager of an
incorporated or unincorporated enterprise. An owner manager is a person who works in his/her own
business, with or without employees.
An owner manager of an incorporated enterprise (OMIE) is a person who works in his or her own
incorporated enterprise, that is, a business entity which is registered as a separate legal entity to its
members or owners (also known as a limited liability company). These people are employed by their
business and are sometimes classified as employees in ABS surveys.
An owner manager of an unincorporated enterprise (OMUE) is a person who operates his or her own
unincorporated enterprise, that is, a business entity in which the owner and the business are legally
inseparable, so that the owner is liable for any business debts that are incurred. It includes those
engaged independently in a profession or trade. OMUEs can be further classified as employers if their
business has employees, or own account workers (sole operators) if it does not.
OMUEs can also be classified on the basis of their working arrangements as independent contractors
and other business operators (see Chapter 9), which groupings do not correspond to employers and
sole operators. Where these groupings are used they are noted in the text, and relate to specific
contractor data (i.e number of contracts).
Age of business operators
All data in the report refers to people aged 15 years and over except where noted for specific surveys,
such as the Survey of Barriers and Incentives to Labour Force Participation, which collects
information for people aged 18 years and over.
Main job
All data refers to main job unless otherwise specified.
Availability of business operator data
As OMIEs are employed by their business and can be classified as 'employees', some ABS surveys
do not identify OMIEs separately from employees. In these cases, data for people operating
businesses is only available for owner managers of unincorporated enterprises (OMUEs).
OMUEs with and without employees are classified respectively as 'employers' and 'own account
workers' (sole operators). Where data in this profile is only available for OMUEs, they are referred to
as 'employers and sole operators'.
Denominators
Denominators for all proportions throughout the report exclude not stated responses - that is,
proportions are calculated only for people whose information is known.
Due to their small numbers, contributing family workers are included in denominator totals where they
form part of the employment type variable, but are generally excluded from graphs. (These are people
who work without pay in a business operated by a relative.)
A comprehensive list of data sources and definitions is provided in Chapter 9.

Chapter 1 - Background
Despite the fact that women are graduating from university at higher rates than men,
...women are under-represented in the labour market. ...[This] has been widely recognised
as having detrimental effects on individual workplaces and the wider economy ...costing
1
the nation billions of dollars in the form of an unrealised productivity potential.
This chapter briefly introduces key aspects of women's participation in the labour market and in selfemployment, and looks at how Australia's women in business compare internationally.
From this broad context, the report goes on to explore the characteristics of Australia's women
business operators in more detail in following chapters.
Australian women in the workforce
Australian women's labour force participation has increased slightly over the past decade (from 62%
to 65% of the population aged 20-74 years), while men's participation has remained largely stable (at
around 78%).
However, while the gap between men's and women's participation rates has narrowed, it is still
2
considerable (13 percentage points at January 2014).
Research has claimed that closing this gap would boost the level of Australia's GDP by 11%.

3

Figure 1.1: Labour force participation rate(a), by sex, 20-74 years

(a) Data averaged using 12 months in the financial year.
Source: Gender Indicators, Australia, August 2014 (cat. no. 4125.0): Labour Force Survey data available on request

Participation rates differ by age. While Australia's labour force participation rate for women aged 1564 was higher than many OECD countries in 2013 (15th out of 38 countries, at 70%), some age
groups ranked lower: for example, the participation rate of women aged 25–34 years (74%) was 24th
4
out of 37 OECD countries.
The nature of labour force participation also differs, with women tending to work less hours. Over two
2
in five (43%) of Australia's working women work part-time, compared with 14% of men.
Underemployment
While men and women have the same rates of unemployment (5% in 2013-14), rates of
underemployment differ (that is, the rate of workers who want, and are available for, more hours of
work than they currently have). Almost one in ten employed Australian women want more work (9%
2
compared with 5% of men). In November 2014, there were 632,000 underemployed women
5
compared with 452,000 underemployed men.

Becoming more educated but still a participation gap
Getting more of our best qualified women into the workforce will not only boost the supply
of talent and ensure women are securing their career foothold, it will also improve the
return on Australia’s investment in education. Currently, the nation is losing over $8 billion
6
each year for undergraduate and postgraduate women who do not enter the workforce.
Australian women are becoming more highly educated. In 2013, the apparent retention rate for fulltime school students in Years 10 to 12 was seven percentage points higher for girls than for boys
2
(84% compared to 77%). More than half of all higher education students enrolled in 2013 were
7
female (56%), and those graduating were also more likely to be female (57% of award course
8
completions in 2013). However, the proportion of young women aged 20-24 who were not fully
2
engaged in either study or work was 31% compared with 22% of young men.
Overall, education levels are quite similar for women and men of working age. In 2013, 57% of both
2
women and men of working age (15-74 years) had a non-school qualification. The 2011-12
Programme for the International Assessment of Adult Competencies, however, showed that 44% of
Australian women aged 15-64 also had low or very low literacy skills, and 57% had low or very low
2
numeracy skills (compared with 42% and 48% respectively for men aged 15-64).
Australian women in business
The relatively low rates of entrepreneurial activity among women represent a key concern
9
for policy, since they signal a clear under-utilisation of entrepreneurial human capital.
The number of Australian women operating their own businesses has steadily increased over the past
20 years, but in line with other OECD countries, they remain 'substantially under-represented as
10
entrepreneurs'.
Internationally, Australia's experience is similar to that of the United Kingdom, where in recent years
the number of women in self-employment has been increasing at a faster rate than the number of
11
men (although in both countries men still dominate the sector). In 2012, the OECD found that in
Europe and the United States, women were under-represented as employers, but the gender gap was
12
smaller for own-account workers (sole operators). In June 2014, employed Australian women were
almost half as likely to be employers (4.5% compared with 8.1% of employed Australian men), and
two-thirds as likely to be sole operators (6% compared with 9% of employed Australian men).
The OECD study also found that the number of women who were employers had remained stable
12
over the last decade, while the number of men who were employers had been slightly decreasing. In
Australia, this proportion has decreased slightly for both women and men, with the proportion of
women employers dropping slightly over the last decade from 5.2% of all employed women in June
2004, and the proportion of men who were employers dropping from 8.9% of all employed men in
June 2004.
Looking forward
Women's widespread participation in employment and self-employment is (historically) still a relatively
new phenomenon, and while the pace of change may seem slow, the trend is generally an upwards
one. With such a distinct difference between the levels of men's and women's participation, however,
there is great community, government and academic interest in the characteristics and experiences of
women in business - perhaps working towards an ideal where those differences no longer exist:
Eventually, we should aim to stop referring to ‘women’ entrepreneurs but simply note
there are segments of people within the population who are entrepreneurial but whose
13
gender is no longer of interest or note.
Until that day arrives, there are many opportunities to add to the existing knowledge of women
business operators, and some data challenges to explore. This report seeks to take advantage of
some of these opportunities, note some of the challenges, and draw together a profile of the selfemployed women of Australia.

***
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Chapter 2: Personal characteristics
Key findings
- Women made up just over a third of all Australian business operators (34% or 668,670
women).
- There has been a 46% increase in the number of women business operators over the past
two decades.
- More than two in five women business operators were aged 40-54 (44%).
- Almost a third of Australian women business operators were born overseas (30%).
- 42% of women business operators had a diploma or degree.
- One in two women business operators did voluntary work for an organisation or group (52%).
- Women business operators had high levels of life satisfaction (57% were pleased or
delighted with the quality of their lives).

... becoming an entrepreneur appears to provide a solution to the problem of maintaining a
balance between work and family responsibilities. It not only allows women to have
careers that are vital and challenging, but it also gives them the power to decide when,
how, and where their work gets done. Note that it is not a decrease in hours worked that
1
women seek, but rather the flexibility to accomplish goals on their own terms.

This chapter looks at the number of women business operators in Australia, and discusses broad
personal characteristics such as age and education, where they live, and how they feel. It also briefly
introduces groups of interest who will be examined in more detail in Chapter 7.
The family characteristics of Australia's businesswomen and their business and employment
characteristics are discussed in Chapters 3, 4 and 5 respectively. Challenges, considerations and
incentives for employment and self-employment are discussed in Chapter 6.

How many Australian women are business operators?
In June 2014 there were 668,670 women business operators in Australia.
Numbers of women in business have grown slowly but fairly steadily over the last two decades, from
459,100 in June 1994.
The proportionate increase in their numbers over that time was almost twice that of men: a 46%
increase in the number of women business operators (from 459,100 to 668,670), compared with a
27% increase for men (from 1,018,400 to 1,294,400).

As a proportion of all business operators
In 2014, women made up just over a third of all Australian business operators (34%).
This proportion has risen around three percentage points in the last twenty years, from 31% in June
1994.
Figure 2.1: Women business operators as a proportion of all business operators in
Australia(a), June 1994 to June 2014

(a) Owner managers of incorporated and unincorporated enterprises.
Source: ABS Labour Force Survey, 1996 to 2014

As a proportion of employed women
In June 2014, women who operated their own businesses made up 12.5% of the 5.3 million employed
Australian women.
Around 4.6% were owner managers of incorporated enterprises (OMIEs) (paying themselves a wage
as employees), while 7.9% were owner managers of unincorporated enterprises (OMUEs), who are
classified as employers if they have staff and own account workers (or sole operators) if they don't
(see Chapter 9).

International data on OMUEs as a proportion of employed women
Internationally, the proportion of women employers and sole operators is fairly close to the 2012
OECD average for women of 10.1%: at 8.1%, Australia ranked 17th out of 29 OECD countries that
provided data for 2012. (Data for OMIEs is not available for this comparison.)
Figure 2.2: Employers and sole operators(a) as a proportion of the employed population(b), by
sex, by selected country, 2012

(a) Owner managers of unincorporated enterprises. Excludes OMIEs.

(b) Men as a proportion of male employed, and women as a proportion of female employed.
Source: Data extracted on 27 Aug 2014 fromOECD.Stat

One job or two?
In April 2013, 8% of women business operators had more than one job (compared with 5% of men
who operated business, and 6% and 4% respectively of other employed women and men). In 201112, of women employers or sole operators with a second job, 40% operated another business, 58%
were employees, and the remainder were volunteers or family workers without pay.

More than one job in the last year
In February 2012, 81% of women business operators had only had one job in the last 12 months,
while 15% reported having two employers or businesses in that time, and 4% reported three or more.
This pattern was quite similar for both male and female employees; however men who operated
businesses as their current job were slightly more likely to have had one job only in the past year
(85%).

Groups of interest
Aboriginal or Torres Strait Islander women: In 2011, just under 2,890 business operators were
Aboriginal or Torres Strait Islander women (0.6% of women business operators, and 0.2% of all
Australian business operators).
Migrant women: In 2011, almost a third (30%) of women business operators were born overseas.
Their top ten places of birth were United Kingdom, New Zealand, China, Vietnam, South Africa, Italy,
India, Germany, Malaysia and South Korea. Women born in these countries made up 19% of all
Australian women business operators.
Women with disability: In 2012, 12% of women employers and sole operators had a disability, with
just under 2% severely or profoundly limited in their core activities.
Women in remote Australia: In 2011, 2.3% of women business operators lived in remote or very
remote areas of Australia (around 11,200 women). Just under a third (31%) lived in regional Australia.
Older women: In 2014, 28% of women business operators were aged 55 years and over.
Women with dependent children: In 2011, 47% of women business operators had dependent
children living in their household. Women who operated businesses were the most likely employed
people to have dependent children, closely followed by women who were unpaid family workers
(46%).

For young and old, but mostly in the middle
Business operators in general tended to be in their middle years, with more than two in five (44%)
aged between 40 and 54 years in June 2014.
Women business operators aged 40-44 years made up 15% of all women business operators, with
those aged 45-49 and 50-54 close behind. Just over a quarter (28%) of women business operators
were aged 55 years or more.

Figure 2.3: Proportion of women business operators(a) by age

(a) Owner managers of incorporated and unincorporated businesses.
Source: ABS Labour Force Survey, June 2014

However, there were also many younger and older women operating businesses. In 2011, around
2,200 women under 20 were business operators, including just under 180 fifteen year olds. There
were also around 4,300 women aged 75 years or older.
Proportionally, the likelihood of an employed woman being a business owner increased with age. In
June 2014, less than 2% of employed women aged 15-19 were owner managers of a business,
compared with around half of employed women aged 75 years and over (49%).
Figure 2.4: Employed women: type of employment(a) by age

(a) Total includes contributing family workers (not shown on graph).
Source: ABS Labour Force Survey, June 2014

Gender divide by age
The gender split for business operators tended to widen with age (with a few bumps along the way).
The likelihood of business operators aged 15-19 years being male or female was fairly close (54%
compared with 46%, or a ratio of almost 1:1), however from the age of 20 onwards, the divide was
much larger. Between the ages of 20 and 54, there were between one and a half to two men for every
woman, and for those aged 70 years and over, it was around three men for every woman.

Figure 2.5: Business operators(a), by sex and age

(a) Owner managers of incorporated and unincorporated businesses.
Source: ABS Labour Force Survey, June 2014

Education characteristics
Level of education
In 2011, women business operators were more likely than their male counterparts to have diplomas or
degrees (42% compared with 31%), and less likely to have Certificate Level III or IV qualifications
(13% compared with 35%). Around one in five women business operators (20%) had no formal
qualifications higher than Year 10 (including completion of a Certificate Level I or II), however this was
more likely for older women (28% of women aged 45 years and over compared with 10% of those
aged under 45).
Figure 2.6: Employed people(a), by sex and level of highest educational attainment(b)

(a) Aged 15 years and over, excluding contributing family workers.
(b) Excluding a small number of persons for whom educational attainment was not stated or inadequately described.
(c) Includes people with no educational attainment.
Source: ABS Census of Population and Housing, 2011

Field of education
Of those business operators with a qualification, women were most likely to have studied in the field
of management and commerce (25%), followed by health (17%) and society and culture (16%); and

men to have studied engineering and related technologies (30%), followed by architecture and
building (23%).
Figure 2.7: Business operators(a) by sex by field of non-school qualification(b)

(a) Aged 15 years and over.
(b) Excludes people whose field of study was not stated or inadequately described.
Source: ABS Census of Population and Housing, 2011

Current study and training
In 2012-13, 9% of women business operators were currently studying.
In April 2013, just over 22% of women business operators had participated in work-related training
during the past year, while 37% had done some form of organised learning (both formal and nonformal). Almost all (92%) of the women who did work-related training said it was to increase their skills
in their job (other options to select from included to increase their job prospects, increase their skills
for voluntary work, increase their confidence, or enjoyment/interest).
In 2010, three quarters of women business operators who were not studying said it was because they
did not want to study (77%). Around 45% of all employed women who weren't studying but would like
to said it was because they had too much work or no time to study.

Income
...women business owners tend to pursue a balance between economic goals, such as
profit and growth, and non-economic goals, such as product quality, personal enjoyment
2
and helping others.

In 2011-12, the average weekly cash income from an unincorporated business for women (in their
main job) was $423, compared with $890 for men. Women employers and sole operators were likely
to have less money per week from all sources than their male counterparts and other employed
women ($587 compared with $1,031 and $1,000 respectively).
On average they had lower disposable incomes as well: women who operated unincorporated
businesses had an average weekly disposable income of $522 (89% of their total cash income from
all sources), while for men it was $831 (80%). Women employees had an average disposable income
of $843 (84% of their total cash income).

Around 15% reported government pensions and allowances as their main source of income (13% of
those under 65 years of age and 35% of those aged 65 years and over).
In May 2012, the average weekly cash income for incorporated business owners was $998 for women
and $1,451 for men.
Figure 2.8: Business operators, by sex, by average weekly income from selected sources

(a) For owner managers of unincorporated enterprises (OMUEs) only.
(b) For owner managers of incorporated enterprises (OMIEs) only.
Source: ABS Survey of Income and Housing, 2011-12 (for OMUEs); ABS Survey of Employee Earnings and Hours, May 2012
(for OMIEs)

Varied earnings
In 2013, 65% of women and 68% of men who operated businesses had earnings that varied from
week to week. Sole operators were the most likely to have earnings that varied from week to week
(79% for women and 88% for men), while those who were employees of their businesses were the
least likely to do so (45% and 49% respectively).
Figure 2.9: Business operators(a), by status in employment and sex, proportion whose weekly
earnings varied

(a) Owner managers of incorporated or unincorporated businesses in main job, aged 15 years and over.
Source: ABS Forms of Employment Survey, 2013

Wealth
While women employers and sole operators had lower weekly cash earnings and disposable incomes
than other employed people, they had higher net wealth (although still lower than
male employers and sole operators).
With the average Australian household net wealth in 2011-12 being $728,100, the mean wealth for
households in which both a male and female unincorporated business operator lived was $1.46
million. Households where a woman was the only unincorporated business operator had an average
net wealth around $897,100, compared with $983,100 for households where the only unincorporated
business operator was male.
Households with no unincorporated business operators had an average net wealth of $690,000.

Superannuation
In 2007, women business operators were less likely than women who were employees to have
superannuation coverage (76% compared with 93%). Less than half (45%) were currently making
contributions into their superannuation accounts.
Retirement intentions made very little difference to their superannuation coverage: 71% of those who
intended to retire had coverage, compared with 69% of those who didn't intend to retire.
In 2011-12, women employers and sole operators reported an average superannuation balance of
$44,000, compared with $69,400 for their male counterparts, $52,900 for female employees (including
OMIEs) and $89,000 for male employees (including OMIEs).
Figure 2.10: Superannuation balance(a), by status in employment(b) and sex

(a) Balance in government and non-government accounts, as reported.
(b) People aged 15 years and over. Employers and sole operators are owner managers of unincorporated enterprises; OMIEs
are owner managers of incorporated enterprises.
Source: Survey of Income and Housing, 2011-12

Homes and mortgages
After women who worked without pay in a family business (50%), women business operators (49%)
were the most likely to live in large houses (four or more bedrooms), and more likely than other
employed people to own them: while half lived in a house with a mortgage (50%), a third owned the
houses they were living in outright (33% compared with 31% of men who operated businesses, and
21% of employees overall).

Figure 2.11: Tenure type(a) by employment type(b), by sex

(a) Excluding people whose housing tenure type was not stated.
(b) Business operators are owner managers of incorporated and unincorporated enterprises.
Source: ABS Census of Population and Housing, 2011

Where do Australia's women business operators live?
State/Territory
In 2011, around four in every five women business operators lived in New South Wales, Victoria or
Queensland (79%), with the Territories having the smallest proportions. Almost a third of Australia's
women business operators lived in NSW (32%).
The distribution of business operators by State/Territory closely reflects the distribution of Australia's
population in general.
Figure 2.12: Proportion of business owners(a) by sex, by State or Territory

(a) Aged 15 years and over.
Source: ABS Census of Population and Housing, 2011

Looking at women as a proportion of all business operators, the national figure of 34% varied only
slightly by State/Territory:

Figure 2.13: Proportion of business operators(a) who were women, by State or Territory

(a) Aged 15 years and over.
Source: ABS Census of Population and Housing, 2011

Longitudinal Census data shows that more than 90% of women business operators lived in the same
State or Territory in 2011 they had lived in in 2006.
Women employees who had become business operators between 2006 and 2011 were unlikely to
have moved interstate to start their business, with around 90% living in the same state they had lived
in five years earlier. (This data excludes people living in the NT and ACT as the longitudinal sample
was not large enough for estimates of transitions between states. 2011 Census data, however, shows
that 63% and 66% respectively of women business operators living in the Territories were in the same
address they lived in five years earlier).
Remoteness
As with most employed people, more than two thirds of women business operators lived in major
cities in 2011 (67%). Women business operators were slightly more likely than employees or male
business operators to live in regional areas of Australia (20% in inner regional areas and 11% in outer
regional areas).
Just over 2% of women business operators lived in remote or very remote areas of Australia.
Figure 2.14: Remoteness Area(a), by employment type(b) and sex

(a) Based on the ASGS Remoteness Structure, excluding a small number of people with no usual address, or migratory,
offshore and shipping addresses.
(b) Aged 15 years and over, excluding contributing family workers.
Source: ABS Census of Population and Housing, 2011

Cities, towns and country life
Business operators in general were a little less likely to live in major urban areas (cities above
100,000 people) and more likely to live in rural areas than employees were.
Women business operators were very slightly less likely to live in major urban areas than their male
counterparts (65% and 67% respectively), with the shortfall living in other urban areas (towns and
cities with between 1,000 and 99,999 people). Gender proportions in small towns and rural areas
were identical.
Figure 2.15: Section of State(a) by employment type(b) and sex

(a) 'Major Urban' consists of cities of 100,000 or more people, 'Other Urban' consists of towns and cities with between 1,000
and 99,999 people, 'Bounded Localities' are towns of 200 to 999 people, and Rural Balance is the rest. Excludes a small
number of people with no usual address, and those with migratory, offshore and shipping addresses.
(b) Aged 15 years and over, excluding contributing family workers.
Source: ABS Census of Population and Housing, 2011

Socio-economic index
Women business operators were more likely to live in areas of less disadvantage. In April 2013, over
a quarter (26%) of women business operators lived in areas of least disadvantage, while 12% lived in
areas of the greatest disadvantage.
Figure 2.16: Index of relative disadvantage(a) by employment type(b) and sex

a) Socio-Economic Indexes for Areas (SEIFA) Index of relative disadvantage. People in the lowest quintile live in areas of the
most disadvantage, and those in the highest quintile live in areas of the least disadvantage.
(b) Aged 15 years and over, excluding contributing family workers.
Source: ABS Work Related Training and Adult Learning Survey, April 2013

Volunteering and involvement in groups
A high proportion of women business operators do voluntary work, and many are actively involved in
social, civic or governance groups.
In 2010, 52% of women business operators did voluntary work for an organisation or group in the last
12 months, compared with 40% of women on average.
In 2010, just under three quarters (73%) of women business operators were involved in a social group
of some kind (such as sporting (43%), education (24%) or craft/hobby groups (17%)). Half (50%) were
actively involved in community groups, and 28% were actively involved in civic and governance
groups.
On average, participation rates in social, civic or governance groups for all women were 63%, 39%
and 18% respectively.

Overall life satisfaction
"I probably work more hours now than ever before, and I certainly don't earn what I used
3
to. But I'm so happy, as I love what I do."
In 2013, the Global Entrepreneurship Monitor (GEM) found that while in most economies female
entrepreneurs were outnumbered by males, they were generally more satisfied: 'on average they
4
exhibit higher scores on subjective well-being and work-life balance'.
The Household, Income and Labour Dynamics in Australia (HILDA) Survey found across every year
of their longitudinal data (2001 to 2011) that self-employed women had higher job satisfaction than all
other female workers. They also found that self-employed men and women had the highest levels of
5
overall satisfaction even when they were the least satisfied with their pay.
In 2010, when asked how they felt about life as a whole, taking into account what had happened in
the last year and what they expected to happen in the future, 57% of Australian women who operated
businesses were pleased or delighted with the quality of their lives, and 30% were mostly satisfied.
The remaining 13% had mixed feelings or were unsatisfied with the quality of their lives.
Figure 2.17: Employment type by sex by self assessed quality of life

Note: Only differences between female and male business operators were statistically significant.
Source: ABS General Social Survey, 2010
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Chapter 3: Family characteristics
Key findings
- Women business operators were most likely to be in couple relationships (81%), with 71%
being in registered marriages.
- Married employed women were more likely to be business operators (15%) than those in de
facto relationships (8%) or single women (5%).
- Women business operators were most likely to live in couple families where both partners
worked (69%).
- Women business operators were more likely to have dependent children than any other
employed people.
- 9% of women business operators had three or more children under 15 years of age.
- 6% of women business operators were primary carers of a person with disability, compared
with 4% of other employed women, and 1.4% of employed men.

The woman business owner is at the centre of a network of various relationships that
include family, community, and business. In other words, when a woman starts or acquires
her own business, in her view she is not creating/acquiring a separate economic entity,
1
rather she is integrating a new system of business-related relationships into her life.

Becoming a business owner-operator may be one of the ways in which women can continue to
participate in the labour force after they have children. In Australia, the gap between women's and
men's labour force participation rates widens with the arrival of children and then reduces as children
enter school. In 2013-14, mothers with children under five had a much lower labour force participation
rate than fathers of children the same age (58% compared with 94%), while the rates for mothers and
2
fathers whose youngest child was school aged (6-14 years) were 78% and 92% respectively.
Australia's women business operators are more likely to be married and more likely to have children
(and dependent children) than any other employed people, except for women who work without pay in
a family business.
Being in a family may be seen as providing support to women business operators. Studies have found
that family support and encouragement helped women cope with the stresses of running a business,
3,4
and were positively related to women's entrepreneurial success. It is also possible that being in a
family, especially a couple relationship, provides a backdrop of financial security from which women
are more able to tolerate risk.
The 2010 GEM Women's Report notes that women business owners tended to have smaller networks
than men, and that they were more likely to seek advice from their families, rather than friends, work
5
colleagues or professional advisors.

Family types
Most women business operators have families: in 2013, around 81% lived with a spouse or partner,
with 92% overall living in a family household. Around 7% of women business operators were sole
parents.

Figure 3.1: Employment type(a) by sex by family type(b)

(a) Employment type in main job, people aged 15 years and over.
(b) Relationship in household to survey reference person, excluding a small number of people whose relationship was unable
to be determined.
(c) Differences between female and male business operators are not statistically significant.
(d) Student, child, other family member or non-family member living in household, or person living alone.
Source: Forms of Employment Survey (FoES), 2013

Of all employed women, those in couple relationships with dependent children were the most likely to
be business operators (17%) and single women least likely to be so (5%). Just under 10% of women
who were lone parents were business operators.
The pattern was different for men, with almost one in three employed male lone parents being selfemployed (31%).
Figure 3.2: Employed people: family type(a) by whether operated a business(b) and sex

(a) Relationship in household to survey reference person, excluding a small number of people whose relationship could not be
determined.
(b) Owner managers of incorporated and unincorporated enterprises in main job, aged 15 years and over.
(c) Student, child, other family member or non-family member living in household, or single person living alone.
Source: Forms of Employment Survey (FoES), 2013

Marital status
In 2011, seven out of ten women who operated a business were married (71%), compared with 46%
of women who were employees. (Some of this difference can be explained by the fact that most
women business operators were aged over 35, while younger women were more likely to be
employees; and older women in general are more likely to be married than younger women.)

Women business operators were less likely to be in de facto relationships than women employees
(9% compared with 13%), and half as likely to be single (19% compared with 41%). Just under 2,800
women business operators were in a same-sex couple relationship (0.6%).
Women who worked without pay in a family business were the most likely to be married (78%). Rates
for male business operators and employees were very similar to their female counterparts.
Figure 3.3: Employment type(a) of women, by social marital status

(a) Employed women aged 15 years and over, excluding women whose employment type was not stated.
Source: 2011 Census of Population and Housing

Turning this concept around, married women were more likely to be business operators than women
in de facto relationships or single women. Around 15% of employed married women were business
operators, compared with 8% of employed women in de facto relationships and 5% of employed
single women.
Married men were also more likely to be business operators than those in de facto relationships or
single men.

Employment status of household
Women business operators were most likely to live in a couple family where both partners worked.
In 2011, 30% of women business operators were in a couple relationship where both partners worked
full-time, and a further 31% were in a couple relationship where one partner worked full-time and one
worked part-time. Just under 8% were in a couple relationship where both partners worked part-time.
Very few were living with someone that was unemployed (0.6%) or not in the labour force (3.7%).
In 2012-13, 33% of women business operators' partners derived their main income from profits or loss
from their own unincorporated business or shares in a partnership, while 49% had wages or salaries
as their main source of income (including income from an incorporated business). (This data is for
people aged 18 years and over.)
In 2011, the Pregnancy and Employment Transitions Survey (PaETS) looked at characteristics of
women with children under two, including their partner's employment. For women business operators
with children under two, 53% had partners that were also business operators.
A 2007-2011 Australian study of entrepreneurial emergence looked at start-ups for young and
nascent firms by gender. The study found that around 32% were mixed gender teams, and that these
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were predominantly married or de-facto couples.

Women breadwinners
The Household Income and Labour Dynamics in Australia Survey (HILDA) found in 2014 that
members of female breadwinner couples (that is, married couples where the woman is the major
earner), tended to be older and in relationships that had lasted longer. Women in female breadwinner
couples were also more likely to have a university education and work in a managerial or professional
occupation. The survey also found differences between male and female breadwinner households in
terms of the presence of children: only one in three female breadwinner households had dependent
children, compared with more than one in two male breadwinner households. While more women
were breadwinners than in the early 2000s, the study found that male breadwinning arrangements
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were more enduring than female breadwinning arrangements.
In 2011-12, just under a quarter of women employers and sole operators in opposite-sex couples
were the major earners in their households (24%), compared with 35% of women who were
employees (including those employed by their own businesses).

Children
In 2011, 81% of women business operators were mothers (of children of any age) compared with
57% of women employees. Around 47% had dependent children (including students aged 15-24)
living in their household, compared with 43% of women employees and 46% of women who were
unpaid family workers.
Balancing work and family is an issue for all working parents, but particularly for those of younger
dependent children, as the need for childcare may affect working hours and incomes, and involve
more flexible working arrangements. In 2013, just under 40% of women business operators had
younger dependent children (aged 0-14 years): 15% had one child under 15, 16% had two children
under 15, and 9% had three or more children aged under 15 in their families.
Figure 3.4: Number of children aged 0-14 years, by employment type(a) and sex

(a) Employment type in main job, people aged 15 years and over.
Source: Forms of Employment Survey (FoES), 2013

Women who were employers or sole operators (OMUEs) were more likely than women employees to
have younger dependent children: in 2009-10, 36% of women who were employers or sole operators
had children under 15 living in their households, compared with 31% of women employees (including
OMIEs). Just under 16% had at least one child under 5 years old in their families, with a further 9%
having at least one child aged between 5 and 9 years old, and 11% with at least one child aged
between 10 and 14.

Figure 3.5: Age of youngest child in family, by status in employment(a) and sex

(a) Employers and sole operators are owner managers of unincorporated enterprises (OMUEs). Employees include owner
managers of incorporated enterprises (OMIEs).
Source: ABS Family Characteristics Survey, 2009-10

For the most part, women employers and sole operators with children aged 0-14 years lived in couple
families where the children's father worked full time (90%). Around 4% lived in couple families where
the children's father did not work, and 6% were sole parents.
Around 15% of these women had children 0-14 living in their household whose other natural parent
was living elsewhere, and 61% had child support arrangements in place for their children.
For more characteristics of women business operators with dependent children, see Chapter 7. For
working from home arrangements of women with children, see Chapter 5.

Use of childcare
The 2011 Childhood Education and Care Survey (CEaCS) found that 60% of families where the
mother was an employer or sole business operator usually used formal or informal care for their
children aged 0 to 12 years (excluding preschool). This compares with 71% of families where the
mothers were employees (including those employed by their own businesses). Around 14% of
families where the mother was an employer or sole business operator used formal childcare only, with
36% using informal childcare only, and 9% using a mixture of both.
Four in five (81%) women employers and sole operators who were mothers of young children (aged
0-12) used flexible work arrangements to care for their children (increasing to 90% for those who were
sole parents). This compares with 74% of employees (including OMIES) who were mothers of young
children.
In 2010, the the Pregnancy and Employment Transitions Survey (PaETS) asked new mothers
(women with a child under two years old) about their childcare usage (in reference to that child). The
survey found that 24% of business operators who were new mothers had used formal childcare (24%
compared with 46% of new mothers who were employees), and 85% had used informal childcare
(compared with 77% of new mothers who were employees). Where that child was the only child in the
house, 27% of new mothers who were business operators had used formal childcare, and 90% had
used informal childcare.
The word 'mumpreneur' - a woman who combines running a business enterprise with looking after her
children - officially entered English dictionaries in 2011.

Transitions - what happened when women business operators had children?
Longitudinal Census data shows that employment type was more affected when women became new
mothers than when they already had children. Childless women business operators in 2006 who had
become mothers by 2011 were less likely to be in a business in 2011 than those who did not have
children in that time, or those who had already had children by 2006.
Just over half (51%) of women who were business operators with no children in 2006 and had
children born between 2006 and 2011 were also business operators in 2011 (while 44% had become
employees).
Around 58% of women who were business operators with no children in 2006 and still had no children
by 2011 were also business operators in 2011, with 38% having become employees. This was similar
for women business operators with children in 2006 who had more children by 2011 (57% and 38%
respectively).
Those most likely to be in business in both years were women business operators with children in
2006 who did not have more children born between 2006 and 2011 (66%). Just over a quarter (28%)
of these women had become employees.
Figure 3.6: Women business operators in 2006: employment type in 2011(a), by whether had
children(b) between those years

(a) Women who were employed in both 2006 and 2011 and whose employment type was known in both years.
(b) Excludes women with four or more children in 2006 due to classification grouping.
(c) Excluding women with no children in either year.
Source: Australian Census Longitudinal Dataset, 2011

Conversely, women employees who had children (or more children) between 2006 and 2011 were
more likely to turn to self-employment (9%) than those with the same number of children they had in
2006 (5%) or those with no children in either year (3%).

Other caring responsibilities
Currently, work–family flexibilities are more likely to be implemented earlier in women’s
careers, with more attention paid to maternity leave and bringing women back into the
workforce than at the end of their working lives, when caring responsibilities can increase.
Pathways that enable work and caring responsibilities to coexist at later stages of working
8
lives are essential.

Primary carers for people with disability
In 2012, 6% of women employers or sole operators were primary carers (that is, a person who
provided the most informal assistance, in terms of help or supervision, to a person with one or more
disabilities, with one or more of the core activities of mobility, self-care or communication). This
compares with 4% of female employees (including OMIEs) and 1.4% of employed men overall. A
further 12% were non-primary carers. Most women employers or sole operators who were carers
were aged between 35 and 64 years.
Just over 4% of women employers or sole operators cared for a person with a disability or someone
over 65 living in their household. For the most part, this was someone over the age of 15 who was not
their spouse or partner.
Time off work to care
In 2007, 14% of women business operators that provided care for someone in the past week had
taken time off work to provide that care (compared with 9% of women employees).
More detail on caring for children and family members can be found in Chapters 6 and 7.
***
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Chapter 4: Business characteristics
Key findings
- Women were most likely to be owner managers of an unincorporated business with no
employees (51%).
- Women business operators were less likely to be independent contractors (38% compared
with 55% of male business operators).
- Women were more likely to have started their business more recently (61% of women and
50% of men had been working in their business for less than ten years).
- The mean length of time worked in their current business was 5.3 years for women (and 5.6
years for men).
- Over the last two decades, women business operators overall have become less likely to
employ staff, dropping from 39% in 1994 to 36% in 2014.
- The greatest number of women business operators worked in the hairdressing industry.
- The most common occupations of women business operators were bookkeeper, retail
manager, general clerk, office manager, secretary, and hairdresser.
- Around 17% of women business operators had no intention of ever retiring.

Companies need access to the biggest possible talent pool and ... the complementary
1
perspectives and leadership styles that women bring.

Certain characteristics of Australian women's businesses are available from labour force and other
ABS social surveys, as well as surveys conducted in the academic and business communities. This
chapter shows the structure, size, value, industry and occupation of Australian women's businesses,
as well as giving an idea of transitions in and out of businesses. It also touches on women's
aspirations, risk-taking and retirement plans, and considers workplace injury and illness by
employment type.
Other business characteristics, such as entry and exit rates, innovation, income from exports, or
business focus, have been identified as data gaps (see Chapter 8).

Employment type
In June 2014, most Australian women business operators (51% or 338,700 women) were own
account workers (that is, they had an unincorporated business without employees). The next most
common business type for women was an incorporated business with employees (155,700 women or
23%).
Around 14% of women business operators (91,800 women) owned an incorporated business with no
employees, and 12% (82,400 women) were employers (that is, they had an unincorporated business
with employees).
This pattern of business type was similar to that of men who operated businesses.

Figure 4.1: Business operators(a), by type of business and sex

(a) People aged 15 years and over who were owner managers of incorporated or unincorporated businesses in their main job.
Source: ABS Labour Force Survey, June 2014

Independent contractors
People who operate unincorporated business can be further classified as 'independent contractors'
and 'other business operators'. Independent contractors are engaged by a client rather than an
employer to undertake work, while other business operators tend to manage staff or sell goods or
services to the public, rather than providing a labour service directly to a client.
Women were less likely than men to be independent contractors: in 2013, 38% of women business
operators were independent contractors, compared with 55% of men who operated businesses.
Overall, 12% of employed men and 5% of employed women were independent contractors. Women
who were independent contractors were most likely to be professionals (34%) or clerical and
administrative workers (20%). Women who were other business operators were most likely to report
their occupation as 'Manager' (36%).
Most women independent contractors had no employees (86% compared with 78% of men), and most
had authority over their own work (61% compared with 63% of men). (Those that did not have
authority over their own work may have been subject to the authority of a customer, business partner,
board, franchising company, or a government or other regulation/standard.)
Around 68% of men and 53% of women who were independent contractors in 2013 were able to subcontract their own work.
Multiple contracts
In 2013, 73% of women and 75% of men who were independent contractors were usually able to work
on more than one active contract at a time. In the week before the Forms of Employment survey
reference week, just under half (49%) of women and 47% of men who were independent contractors
had more than one contract on the go.

Length of time in business
While the length of time a business has been operating is not able to be derived from ABS social
surveys, and is not available by gender in ABS business surveys, a proxy measure is available in the
Forms of Employment Survey, which asks how long people have been continuously employed in their
current job or business. In 2013, three in every five women business operators had been working in
their current business for less than ten years (61%). Just over one in ten (11%) had been working in
their current business for less than a year, while a further 17% had been working in their business for

one or two years only. This compares with 50%, 8% and 11% respectively of men who operated
businesses.
Reflecting the growing nature of women's business ownership, women business operators were more
likely than men to have been working in their business for less than three years (28% compared with
19%) and less likely than men to have been in their current business for 20 years or more (18%
compared with 26%). The mean length of time business operators had worked in their current main
job was 5.3 years for women and 5.6 years for men.
Figure 4.2: Business operators(a), continuous duration in current business(b), by sex

(a) People aged 15 years and over who were owner managers of incorporated or unincorporated businesses in their main job.
(b) Continuous years worked in current business.
Source: ABS Forms of Employment Survey, 2013

In 2013, women were just as likely as men to expect that they would still be in their business in 12
months' time (96% and 95% respectively).
While reasons for not expecting to be with a current employer or business in 12 months were asked,
the number of women business operators who did not expect to be in their business in that time was
too small for robust estimates of their reasons to be collected. The main reasons business operators
in general did not expect to be operating their business in 12 months' time were that they were
changing jobs or seeking other employment (31%), or retiring (29%).

Size of business (number of employees)
Most women business operators do not employ staff. In June 2014, just under two thirds of women's
businesses had no employees: 430,500 women had businesses without employees (64%), and
238,100 had businesses with employees (36%). This compares with 61% and 39% respectively for
their male counterparts.
Over the last two decades, women business operators have become less likely to be employers,
dropping from 39% in June 1994.

Figure 4.3 Women business operators(a) by employer status, June 1994 to June 2014

(a) People aged 15 years and over who were owner managers of incorporated or unincorporated businesses in their main job.
Source: ABS Labour Force Survey, June 1994 to June 2014

Women business operators were only a little less likely overall to have employees as men. In 2013,
business operators were asked how many employees they had in their business. While the vast
majority (65%) had no employees, around one in seven women had five or more (15% compared with
17% of men). Most business operators had less than 20 employees (97% and 96% respectively for
women and men), defining them as small business owners.
Figure 4.4: Business operators(a) by sex and number of employees

(a) People aged 15 years and over who were owner managers of incorporated or unincorporated businesses in their main job.
Source: ABS Forms of Employment Survey, 2013

Industry
In 2011, the most common broad industries of women business operators were professional,
scientific, and technical services (13%), followed by retail trade (12%), health care and social
assistance (12%), and 'other services' (such as repair and maintenance, personal care, funeral
services and religious services)(9%). The most common broad industries for male business operators
were construction (26%), professional, scientific, and technical services (12%), agriculture, forestry
and fishing (7%), and manufacturing (7%).

Figure 4.5 Business operators(a), broad industry by sex

(a) Owner managers of incorporated and unincorporated businesses, aged 15 years and over.
Source: ABS Census of Population and Housing, 2011

Looking at detailed industry, the hairdressing and beauty, other allied health service, and building and
other industrial cleaning service industries accounted for the greatest number of women business
operators.
Figure 4.6: Women business operators(a) by detailed industry

(a) Owner managers of incorporated and unincorporated businesses, aged 15 years and over.
(b) Allied health industries were split into Dental, Optometry and Optical Dispensing, Physiotherapy, Chiropractic and
Osteopathic, and 'Other Allied Health' services.
Source: ABS Census of Population and Housing, 2011

Occupation
The top broad occupations for women business operators were managers (23%), professionals
(22%), and clerical and administrative workers (22%).

Figure 4.7: Business operators(a), broad occupation by sex

(a) Owner managers of incorporated and unincorporated businesses, aged 15 years and over.
Source: 2011 Census of Population and Housing

At a more detailed level, the top jobs for women business operators were bookkeeper (28,300
women), retail manager (27,500), general clerk (19,100), office manager (17,000), secretary (16,700),
and hairdresser (15,700).
Figure 4.8: Top 20 detailed occupations of female business operators(a)

(a) Excluding occupations that were inadequately described.
Source: ABS Census of Population and Housing, 2011

Beef cattle and mixed crop and livestock farming made it into the top twenty for both women and men
(10,600 women and 28,000 men), as did retail manager (27,530 women and 38,680 men),
salesperson (12,820 women and 11,760 men), cafe or restaurant manager (9,800 women and 11,500
men), accountant (6,560 women and 15,800 men), and general practitioner (5,400 women and
11,400 men).

Figure 4.9: Top 20 detailed occupations of male business operators(a)

(a) Excluding occupations that were inadequately described.
Source: ABS Census of Population and Housing, 2011

Business value
In 2011-12, the average value of unincorporated businesses operated by women whose business was
their main job was $114,391, compared with $144,211 for those operated by men.
2

The average value of incorporated businesses was $435,400 for women and $457,000 for men.

Startups and finance
The Global Entrepreneurship Monitor (GEM) survey found in 2010 that 7.8% of Australian women
aged 18 years and over were involved in setting up a new business or owned a newly founded
business. The study ranked Australia first among the participating developed economies for
proportion of women currently involved in start-up businesses. It also found that Australia was the
only developed economy where men and women were starting up businesses at the same rates
(although the gap widened again in 2011).
Researchers suggested that the high rates of startups for women were due to a combination of both
business opportunities and entrepreneurial skills, noting that around 40% of the women surveyed
could identify opportunities for new ventures, and believed they had the necessary skills to start a
business; with a majority reporting that the ‘high media attention for entrepreneurship in Australia
provided successful role models for prospective entrepreneurs'. The study found these numbers were
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all ‘well above average' when compared with other major economies.
Internationally, the business birth rate overall of women-owned enterprises was higher in 2012 than
4
that of those owned by men, indicating an acceleration in the creation of new enterprises by women.
The 2011 Australian Women's Chamber of Commerce and Industry (AWCCI) survey of women
business operators found that women with access to start-up capital had a higher turnover. The
survey found that 66% of women's startup funds were sourced from personal savings and 25% from a
credit card or bank/credit union loan. It also found that 42% of respondents started their business with
5
less than $5,000, while 83% did so with less than $100,000.
A 2010 study of women's access to business finance in Australia found that men and women did not
differ significantly in their demand for business finance or the types of finance that they used, and that
gender did not influence the probability of reporting denial, discouragement or financial constraint. It
did, however, point out that young and home-based firms were the ones that typically faced difficulties
accessing finance, and these firms are more likely to be owned by women. The study also showed

that women were slightly less likely than men to report that their firm was profitable in recent years,
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and slightly more likely to report moderate or high debt levels.

Aspirations
The 2010 GEM study found differences between the aspirations of Australian male and female
entrepreneurs.
Regarding job growth, 24% of women compared with 42% of men said they wanted to grow their
business larger than 5 employees within the next five years, and only 6% of women aimed to
3
internationalise their business compared with 14% of men.

International businesses
The 2012-13 Business Characteristics Survey (BCS) found that more than 80% of Australian
businesses sold goods or services within their local geographic market. While almost a third of
businesses with 200 or more people employed sold goods or services internationally, only 6% of
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businesses with 0-4 employees did so.
The 2013 report for Women in Global Business (WIGB) found that Australian women-owned
internationally active organisations were typically small-medium enterprises, which were more likely to
have staff than women's businesses on average: 47% employing more than five employees,
compared with 13% for all women-owned businesses in November 2012.
The study found that over a third of women's internationally active businesses (37%) had ventured
overseas in the past three years, and 66% had done so in the past six years. Just under a third (29%)
earned more than 50% of their sales revenue internationally.
Over half (58%) of these business operators said their business was solely owned, with 42% jointly
owned, usually with a spouse or long-term partner or a business acquaintance. Women with
internationalised businesses were much more likely to work longer hours, and only 7% had
dependent children. Around 44% had some capacity to speak a language other than English, and
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70% had a bachelor's degree or higher educational qualification.

Risk-taking
In a 2007 study of Household, Income and Labour Dynamics in Australia (HILDA) data, researchers
found that self-employed people were more willing than employees to take risks to gain greater
9
financial well being. The 2013 Women in Global Business (WIGB) survey, however, found that
decision-making employees reported higher levels of risk tolerance than owner-operators, noting that
owner operators are risking their own money and the financial future of their own families, therefore
10
they may tread more cautiously.
A 2014 report on waves 1 to 11 of HILDA found that women tended to be 'considerably more risk
averse' than men, with 59% not prepared to take any financial risk, compared with 45% of men. It
found that people aged 25 to 54 were less risk averse than both older and younger people (in 2011,
this was 91% of women business operators), and the most risk averse age group was people aged 65
10
and over. It also found that people in couple families without dependents were less risk averse (in
2011, this was 37% of women business operators).

Employment transitions
Previous job
In 2012-13, people aged 18 years and over were asked about previous full-time paid work in the last
twenty years. Over half (58%) of women business operators had been an employee in their most

recent previous job, with the remainder being business operators. A quarter (25%) of women
business operators said they had left their last full-time job for pregnancy or childcare reasons
(compared with men, for whom the most common reason was being retrenched or dismissed (25%)).
Around 9% of women and 20% of men who were employees in their current job had been business
operators in their most recent previous full-time paid job.
For just over 8% of women business operators, their previous full-time job was more than 20 years
ago.

Figure 4.10: Employment type of last full-time job(a) by employment type and sex

(a) People aged 18 years and over who had had a previous full-time paid job in the last 20 years.
Source: Barriers and Incentives to Labour Force Participation Survey, 2012-13

In February 2013, 3.5% of women business operators who had been employed in both 2011 and
2012 had changed their employment type between those years (that is, changed from being an
employee or contributing family worker to being a business operator).
Conversely, 7% of female employees had changed from being a business operator or contributing
family worker to being an employee. Proportions for men were similar to women by employment type.
Started business in last 12 months
In July 2013, there were 169,900 business operators who had started their current business in the
previous 12 months, 44% of whom were women. A further 7% of women had considered starting a
business in that time.
For the most part, women who became a business owner manager in the past year started a
business (78%), while 12% bought one and 11% acquired the business in another way, such as
inheriting it.

Figure 4.11: Business operators(a), method of starting business in last 12 months, by sex

(a) Owner managers of incorporated and unincorporated enterprises, aged 18 years and over.
(b) Including a small number of people who both started and purchased a business. The estimate for women has a relative
standard error greater than 25% and should be used with caution.
(c) Estimates have a relative standard error greater than 25% and should be used with caution.
Source: Job Search Experience Survey, 2013

The main reasons these women gave for starting their business were that they wanted to be their own
boss (37%), financial gain (35%), and control over working conditions (31%). (More than one reason
could be given.)
Started business since 2006
Longitudinal Census data shows that a number of women had become business operators between
2006 and 2011. Around 4% of women who were employees in 2006 were business operators in 2011
(compared with 8% of men who were employees in 2006), while 2% of women that were not in the
labour force and 3% of women who were unemployed in 2006 were business operators in 2011. Just
over one in five (22%) women who were contributing family workers in 2006 owned and managed a
business in 2011.
Starting a business was most common for women employees aged 25-44 years in 2006, 5% of whom
were owner managers in 2011.

Staying in business
Although almost all women business operators expected to be operating their business in 12 months
time, the longitudinal Census data shows the fluctuating nature of self-employment.
Just under half (49%) of women who had been business operators in 2006 were also business
operators in 2011, compared with 61% of men. (While someone may have been a business operator
in both 2006 and 2011, this does not necessarily mean they were in the same business in those
years, or even in any business in the intervening years.)

Figure 4.12: Women who were business operators(a) in 2006, employment type in 2011(b) by
age in 2006

(a) Owner managers of incorporated or unincorporated enterprises.
(b) Excludes a very small number of women who were business operators in 2006 and unemployed in 2011.
Source: Australian Census Longitudinal Dataset, 2011

Around half the women who had been business operators in 2006 were no longer in their own
business in 2011: 25% of women who had been owner managers in 2006 were employees in 2011,
while 5% were contributing family workers, and 20% were not in the labour force.
These outcomes were not evenly spread across age groups: over half (56%) of women aged 15-24 in
2006 who had operated a business were employees in 2011, while 10% of those aged 55 years and
older in 2006 were in a family business without pay in 2011.
Internationally, OECD data shows the business death rates of women-owned businesses are lower in
some countries (Italy, New Zealand, Spain and Sweden), and higher in others (Austria, Finland and
Slovak Republic), but for the most part, businesses tend to have a similar survival performance three
11
years after they started regardless of the owner's gender.

Retirement intentions
In 2012-13, around 17% of women business operators aged 45 years and over had no intention of
ever retiring, compared with 20% of their male counterparts, and 9% and 12% respectively of female
and male employees.
Even those who said they intended to retire showed a little reluctance to commit to the idea, with 49%
not knowing the age they intended to retire. A quarter (25%) said they would retire before the age of
65, and a further 24% said they would retire between the ages of 65 and 75.

Figure 4.13: Retirement intentions, by employment type(a) and sex

(a) Employment type in main job.
(b) Estimate for women business operators has a relative standard error greater than 25% and should be used with caution.
Source: Barriers and Incentives to Labour Force Participation Survey, 2012-13

In 2007, 27% of women business operators who did intend to retire said financial security was the
main factor influencing their decision about when to do so, although whether or not they had
superannuation coverage made very little difference to retirement intentions.
Around 24% said it would mostly depend on their own health and physical abilities.

Workplace injury or illness
Business operators were less likely to experience work-related injury or illness than employees, but
were also much less likely to receive financial assistance for medical treatment or income loss.
Of the 531,800 people who experienced a work-related injury or illness in 2013-14, 90% (477,900)
were employees in the job where they experienced the injury or illness and 10% (53,900) were owner
managers. Just over 4% of women who had experienced a workplace illness or injury in the past 12
months were business operators, compared with 14% of men.
Just under one in five business operators (18%) received financial assistance for medical treatment or
income loss for their workplace injury or illness, compared with 72% of employees with paid leave
entitlements and 41% of employees without paid leave entitlements.
Of the business operators who did not receive financial assistance, 98% said it was because they had
12
not applied for it (with 30% being not covered or not aware of workers compensation).
***
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Chapter 5 - Working arrangements
Key findings
- More women business operators worked part-time (53%) than full-time (47%).
- Women employers were less likely to work part-time (41%), and those with more employees
tended to work longer hours.
- One in five women business operators usually worked less than 15 hours a week (20%), while
19% usually worked 49 hours or more per week.
- Just under one in three usually worked more than five days a week (30%).
- Almost half of women business operators only or mainly worked from home (47%).

The Australian policy environment has adapted to working women around the edges –
modifying ‘standard’ employment practices ...to provide part-time work and paid parental
leave for example – but it has not fundamentally transformed to reflect the different lifetime work and care patterns of most women. Women are stretched in light of this partial
1
adaption which leaves them very busy on the work and home fronts.

The working arrangements of women who run businesses differ from their male counterparts and also
from male and female employees. Women business operators are more likely to work part-time, work
from home, and work in more than one job, and are less likely to participate in work-related training.
They are also likely to volunteer and be active in social, civic and governance groups, they do the
most domestic work, and for the most part they rarely or never have spare time they don't know what
to do with (see Chapters 2 and 6).
This chapter looks at the working arrangements of women business operators compared with other
employed people.
Further detail on working hours by life stage or circumstances (mothers of young children, older
women, Aboriginal and Torres Strait Islander women, women with a disability, migrant women, and
women in remote areas of Australia) can be found in Chapter 7.

Full-time/part-time status
In 2013, more women business operators worked part-time than full-time (53% compared with 47%).
They were more likely to work part-time than women employees (45%), and much more likely to do so
than men who operated businesses (18%) or were employees (16%).

Figure 5.1: Whether worked part-time or full-time(a) by employment type(b) and sex

(a) Usually worked in all jobs.
(b) People aged 15 years and over, employment type in main job.
Source: ABS Forms of Employment Survey, 2013

Women business operators who were employers in their main job were less likely to work part-time
hours in those jobs (41% compared with 63% of those without employees) and also less likely to work
part-time hours in all their jobs (39% compared with 61%).

Hours worked
Women business operators had a wide spread of working hours. In 2013, one in five usually worked
less than 15 hours a week in all their jobs (20%), with a further 21% working between 15 and 24
hours a week. Around 12% worked a 40 hour week, and 19% usually worked 49 hours or more a
week (less than half the proportion of men who operated businesses (42%)).
Figure 5.2: Usual hours worked per week in all jobs by employment type(a) and sex

(a) People aged 15 years and over, employment type in main job.
Source: ABS Forms of Employment Survey, 2013

Around one in 20 women business operators worked 60 hours or more a week: in May 2014, 14,000
women business operators with employees (6%) and 19,000 without employees (4%) worked 60
2
hours or more a week, compared with 53,000 and 88,000 men respectively (both 11%).
In 2011, the Australian Women's Chamber of Commerce and Industry (AWCCI) study found that
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women business operators with more employees tended to work more hours per week. This finding
which is borne out by labour force data: in 2013, 14% of women business operators without

employees usually worked 49 or more hours per week, while 38% of those with 20 or more
employees did so.
In 2013, the average number of hours usually worked by women business operators was 31.5 hours
per week (in all jobs). Working hours could be quite variable, however: 40% of women business
operators usually worked a different number of hours per week, compared with 43% of their male
counterparts and 24% on average of employees.
In 2011-12, the average number of hours worked by women employers and sole operators in all jobs
was 31.4 hours per week, compared with 43.8 hours for their male counterparts (and 31.7 and 41.1
hours respectively for other employed women and men).
Information on the number of hours worked by women business operators with dependent children
can be found in Chapter 7.

Satisfaction with hours worked
In 2012-13, 80% of women business operators aged 18 years and over were satisfied or very
satisfied with their working hours, compared with 75% of men who operated businesses and 85% and
83% respectively of female and male employees. These groups had similar levels of satisfaction with
their overall working arrangements, ranging from 83% to 87%.
Just under one in ten women business operators were dissatisfied with their working hours, 76% of
these being sole operators. Around 7% were dissatisfied with their general working arrangements,
again mostly sole operators.
In 2007, 60% of women business operators felt that their work and family responsibilities were in
balance, and 64% felt satisfied with the number of hours they were currently working. A quarter (25%)
felt they would like to work fewer hours than they were currently working, and 12% would have liked
to work more hours.
The main reasons women business operators gave for wanting to work less hours were that they
wanted more time for recreation and social activities, that their current job usually involved working
long hours, or that they needed to care for children. The main reason they gave for wanting to work
more hours was to increase their income.
In 2010, 93% of women business operators felt their work enabled them to meet their family and
community responsibilities.

Night-owls and weekenders
In 2007, 42% of women and 46% of men who operated their own businesses usually worked at least
some hours between 7pm and 7am, compared with 32% and 37% respectively of female and male
employees. Of the women business operators who worked at least some hours at night, 56% said
they were happy with the mix, but a third said they would prefer to work daytime hours only.
In 2013, around half of all business operators worked both weekdays and weekends (51% of women
and 49% of men), compared with just under a third of employees (30%). In 2007, two in five women
business operators working both weekends and weekdays would have preferred to be working
weekdays only (41%).
Business operators in general were required to be on call more than employees: in 2013, 37% of
women and 43% of men who operated their own business were usually required to be on call or
stand-by, compared with 19% and 25% of female and male employees respectively.

Days worked
Women business operators were less likely than other employed people to work a standard five day
week (in all their jobs) in 2013. Almost one in three women business operators usually worked more
than five days a week (15% usually working six days a week, and a further 15% usually working
seven days a week), while 32% worked between one and four days a week.
Figure 5.3: Number of days usually worked per week in all jobs by employment type(a) and sex

(a) People aged 15 years and over, employment type of main job.
Source: ABS Forms of Employment Survey, 2013

Working from home
Working from home is a flexible working arrangement that can help people manage their family and
work responsibilities, and can be seen as an incentive to increase participation in the labour force.
In 2012-13, half (51%) of women business operators aged 18 years and over who worked less than
35 hours a week felt it was very important to be able to do some or all of their work at home, and a
further 24% felt it was somewhat important. In 2008, 47% of women business operators only or
mainly worked from home, with a further 25% doing at least some work from home.
Figure 5.4: Whether worked from home(a) by employment type(b) and sex

(a) In main and/or second job.
(b) People aged 15 years and over, employment type in main job.
Source: ABS Locations of Work Survey, 2008

Women business operators were the most likely people to mainly work at home: 47% compared with
21% of male business operators, and 4% and 3% respectively of female and male employees.
Women were less likely to work at a client's or employer's home than men, perhaps due to the fact
that more men work in trades and construction jobs, requiring their presence at their business
location.
Figure 5.5: Business operators(a), locations of work in main job(b) by sex

(a) People aged 15 years and over, owner managers of incorporated and unincorporated enterprises in main job.
(b) Excluding a small number of people who did not work in the reference week.
(c) Including clients and employers homes.
(d) Estimate for women has a relative standard error greater than 25% and should be used with caution.
Source: ABS Locations of Work Survey, 2008

The main reasons women gave for working at home in their business were to have an office at
home/no overheads/no rent (37%), to have flexible working arrangements (17%), to operate a farm
(13%), and childcare/family considerations (11%). Just over one in ten (11%) worked from home to
catch up on work.

Working from home: hours usually worked
In 2006, 51% of women employers or sole operators usually did more hours of work at home than
elsewhere, with only 19% not doing any work from home. In 2008, of women business operators that
worked from home at least some of the time, 60% worked 15 hours or less a week at home, while just
under one in five (18%) worked full-time hours at home (35 hours or more per week).
Figure 5.6: Hours usually worked at home per week(a), by employment type(b) and sex

(a) People who worked at least some hours at home in their main or second jobs.
(b) People aged 15 years and over, employment type in main job.
Source: ABS Locations of Work Survey, 2008

Working from home: women with children
In 2011, women business operators in families with dependent children of any age were slightly more
likely to have worked from home the day before the Census: 35% compared with 31% of those with
no dependent children.
The 2011 Childhood Education and Care Survey (CEaCS) found that over half of women who were
employers or sole operators with children under 13 worked from home (54%) and/or used flexible
hours to care for their children (also 54%), compared with 13% and 40% respectively for women
employees with young children (including women who were employees of their own businesses).
Those in one parent families were the most likely to use flexible working hours and work from home.
Figure 5.7: Employed mothers of children aged 0-12 years, working arrangements used to care
for children(a) by status in employment(b)

(a) People could choose more than one option so totals may not add up to 100%.
(b) Employers and sole operators are owner managers of unincorporated enterprises (OMUEs). Employees include owner
managers of incorporated enterprises (OMIEs).
Source: ABS Childhood Education and Care Survey, 2011
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Chapter 6 - Challenges, considerations and incentives
Key findings
- 60% of employed women (and 68% of those working part-time) reported family or community
commitments.
- 39% of women business operators who worked part-time said they would prefer to work more
hours than they usually work.
- Just under 6% of women employers and sole operators found that lack of childcare stopped
them from working as many hours as they wanted to.
- Over a third (38%) of women employers and sole operators said they never had spare time
they didn't know what to do with, and a further 48% rarely had any such spare time.
- 7% of women who had looked for work in the past year had considered starting a business
(but not done so), while a further 7% had started one.
- Lack of finance was the main reason most women (58%) gave for not starting a business
when they had been considering doing so.
- Just over 1% of women who had looked for work in the past year had started a business but
not continued with it.

Combining paid work and care is currently - and likely to remain - a struggle for the
majority of women. Inflexible work arrangements, work intensification and unsupportive
workplace cultures need to be addressed. Until then it is likely that Australian women’s
employment participation will continue to lag behind comparable industrialised countries,
as will their capacity to realise the personal and financial benefits of engaging in quality,
1
well-paid jobs over the life-cycle.

Some women experience difficulties in looking for work or managing their employment arrangements
while trying to juggle work and family responsibilities. There is a perception that self-employment is
one of the ways these difficulties can be addressed, however this may lead to a range of new hurdles,
such as difficulty accessing finance, exposure to risk, and untried business management skills. As
seen by the growing number of women operating businesses, these issues can be overcome,
however the gap between proportions of men and women operating businesses suggests there are
challenges remaining.
This chapter examines some of the challenges and commitments that may affect women's work
choices and arrangements, or that need to be taken into consideration when women are looking for
work.
It also looks at women jobseekers who started or considered starting a business in the past year, and
explores government, community and business support for women's participation in employment and
self-employment.

Commitments outside work
Women are more likely to have caring commitments than men, and more likely to be juggling caring
and working. In 2010, 60% of employed women (and 68% of those working part-time) reported family
2
or community commitments. In 2012, women made up more than two thirds of all primary carers of
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people with a disability (70%). On average, women also spend more time on unpaid domestic work.

Family responsibilities
Most Australian mothers work: in 2011, 65% of mothers with dependent children of any age were
employed (with 9% being owner managers of a business). However, their participation is often
disrupted by having children.
A report on the 2009 Australian Longitudinal Study on Women’s Health found that while the majority
of women worked full-time prior to having their first child, less than 20% worked full-time after the
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birth, just under half worked part-time and the remainder were no longer in the labour force.
Longitudinal Household, Income and Labour Dynamics in Australia (HILDA) data shows that women's
average working hours declined from 29 hours to 12 hours a week the year following their first birth,
and that between one and two years following this birth about 38% of women were not in paid
employment. After a second birth, the likelihood of working dropped further, and average hours for
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women who were working declined by a further six hours.
Women business operators may also may work part-time to manage their caring responsibilities. In
the four weeks prior to the 2012-13 Barriers and Incentives for Labour Force Participation survey,
77% of part-time women business operators spent time in caring activities. Just under half (47%)
spent time caring for their own children, 44% cared for other people's children (including
grandchildren), 16% were caring for someone with a disability, and 14% were caring for an elderly
person. (People may have been participating in more than one caring activity.)
In 2006, women employers and sole operators spent on average 2 hours and 41 minutes on childcare
as a primary activity (11% of their day). This was very similar for other employed women (2 hours and
37 minutes).
In 2010, HILDA data showed that over half (57%) of mothers working full-time felt they did more than
their fair share of childcare. Just under two-thirds of mothers who worked part-time felt they did more
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than their fair share of childcare (65%).
Around 35% of women who were not in the labour force but would have liked to have a paid job
(depending on circumstances) said they were not actively looking because of childcare
responsibilities. Just under a quarter (22%) said they were not looking because of family
considerations or the ill-health of others.

Underemployment
In 2012-13, 9% of employed women and 5% of employed men aged 20-74 years wanted and were
available to work more hours. This proportion was 9% and 3% respectively for those with children
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aged 0-5, and 11% and 3% respectively for those with children aged 6-14 years.
For part-time business operators, women were less likely than men to want more hours: 39% of
women and 56% of men who worked in their businesses part-time said they would prefer to work
more hours than they usually work.

Cost of childcare
So what's the incentive to take the leap from a regular paycheck to becoming a
mumpreneur? For many women, it's a practical choice. With the rising costs of childcare,
women are being forced out of the employment market because they simply can't justify
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going to work every day.
An inability to access childcare may prevent some women from working as many hours as they would
like to work, or in some cases from working at all. In 2011-12, 4% of Australian women felt that lack of
childcare prevented them from working (or working more hours), with 62% of these women including
cost as a reason.

Self-employment may enable women to be more flexible with their working hours, or allow them to
work at home while caring for their children: in 2012-13, a majority (67%) of part-time women
business operators aged 18 years and over said one of the reasons they did not want to work more
hours was because they were caring for their children.
However, in 2011-12, just under 6% of women employers and sole operators found that lack of
childcare stopped them from working as many hours as they wanted to, with 90% of these women
including cost as a reason.
The 2011 Australian Women's Chamber of Commerce and Industry (AWCCI) survey found that
women business operators in metropolitan areas were more likely to indicate that childcare costs
were a strain on their business than their regional counterparts, but that the strain was similar for sole
9
parents and couple families.

Difficulty combining caring and business
One commonly held view of the motive [for entrepreneurial activity] among women is a
desire for flexible hours and the ability to spend more time caring for children. ...Given the
immense amounts of time and effort required to make a venture into self-employment
successful, however, it is possible that the presumed relationship between self10
employment and time spent caring for children does not hold.
The 2013 Women in Global Business (WIGB) survey found that Australian women business operators
and corporate managers felt the imbalance in their work and family commitments was 'tipped towards
work rather than family' - that is, work was pulling them away from family, rather than family pulling
11
them away from work.
A 2004 European study found that 'caring for children significantly reduces the duration of self12
employment ventures, for both males and females, and in most countries studied'.

Unpaid domestic work
The unpaid work of women is an extremely large social and economic contribution to
Australia. While it is not generally included in economic statistics, this work would have a
very substantial economic value if paid at market rates. ...Despite increased participation
in the workforce, women still do significantly more unpaid domestic work than men, even
13
in couples where both partners work similar hours.
In 2006, the total value of unpaid household work in Australia was $392 billion. Women did about 64%
14
of it, spending on average 12% of their day on domestic activities.
While 19% of women employers and sole operators had home help, on average they spent 3 hours
and 25 minutes on domestic work as a primary activity every day (almost 14% of their day), compared
with 2 hours 31 minutes for female employees (including OMIEs), and 1 hour 55 minutes for men who
were employers or sole operators.
In 2011, 36% of Australian women did 15 or more hours of unpaid domestic work a week, compared
with 12% of Australian men.
In 2010, HILDA data showed that 61% of mothers who worked full-time felt they did more than their
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fair share of housework, compared with 68% of mothers who worked part-time.
Despite being in paid work, employed women were still more likely than employed men to do 15 hours
or more of unpaid domestic work per week (29% compared with 8%). Women business operators
were even more likely to do this much (42%, rising to 53% for women business operators with
dependent children).
Less than 8% of women business operators did no unpaid domestic work.

Figure 6.1: Hours spent on unpaid domestic work per week by employment type and sex

Source: Census of Population and Housing, 2011

Time pressures and spare time (or lack of it)
Employed women were more likely to feel rushed or pressed for time (64%) than those who were not
working (32%), and they were less likely to have spare time they didn't know what to do with (74%
and 64% respectively rarely or never having such spare time). In 2006, two thirds of women
employers or sole operators said they always or often felt rushed or pressed for time (66%). This
compares with 64% of female employees (including owner managers of incorporated businesses) and
around 57% of employed men.
Just under three quarters (74%) of women employers and sole operators who felt they were always or
often pressed for time said this was due to trying to balance their work and family responsibilities.
Around 37% said it was because they had too much to do or too many demands were placed on
them, while 21% said it was due to unpredictable working hours. Two in five (40%) said they felt
rushed or pressed for time because of taking too much on. (People could choose more than one
reason.)
Over a third (38%) of women employers and sole operators said they never had spare time they didn't
know what to do with, and a further 48% rarely had such time.
Figure 6.2: How often had spare time(a), by employment type(b) and sex

(a) Spare time they did not know what to do with.
(b) Employers and sole operators are owner managers of unincorporated enterprises (OMUEs). Employees include owner
managers of incorporated enterprises (OMIEs).

Source: ABS Time Use Survey, 2006

(It's not all work and no play...)
In 2006, in addition to domestic work, and the time spent on childcare, women employers and sole
operators still managed to spend roughly 14% of their day on recreation and leisure activities.

Other challenges
Australia has made good progress towards achieving gender equality in recent times.
However, women still experience inequality and discrimination in many important parts of
their lives. At work, women continue to face a gender ‘pay gap’ and barriers to leadership
roles. Many encounter reduced employment opportunities because of the time they give to
15
family and caring responsibilities.
Discrimination
The 2011 Pregnancy and Employment Transitions Survey (PaETS) collected data on perceived
discrimination due to pregnancy. This survey found that around one in five (22%) mothers who were
employees who worked in their job while pregnant felt that they had experienced some type of
discrimination in their workplace during their pregnancy.
Most (91%) felt that this was a direct result of their pregnancy. The most common types of
discrimination were receiving inappropriate or negative comments from a manager/supervisor or
colleague (37%), and missing out on opportunities for promotion (34%) or training or development
16
opportunities (32%).
The Australian Human Rights Commission has conducted similar surveys. Their 2014 report found
that one in two (49%) mothers reported experiencing discrimination at some point during pregnancy,
parental leave or on return to work, and just under one in five (18%) lost their jobs or had their jobs
restructured because of their pregnancy, their request for taking parental leave, or their caring
17
responsibilities on return to work.
The necessity for some women to withdraw from the workplace or reduce their hours because of their
caring commitments may contribute to the persistence of gender pay differences, and to women
18
having difficulty climbing the career ladder.
Family commitments aside, the 2013 WIGB report found that Australian businesswomen were not
'typically encountering or being held back by commonly held ideas of gender barriers'. The survey
found a lack of acceptance of women in business dealings and a lack of female role models were
consistently in the bottom six barriers reported, with the high dollar (at the time of the survey) being
10
the most common.

Financial barriers for women business operators
Financial constraints feature in women's reporting of barriers, but data from non-business surveys in
this area is scarce. In July 2013, lack of finance was the main reason most women gave for not
starting a business when they had been considering doing so (58%, compared with 56% of men).
In 2010, 9% of women business operators reported that government support had been their main
source of income sometime in the past two years, suggesting that access to capital may be more
difficult for almost one in ten women operating businesses.
The WIGB survey showed that resource issues were the barriers most noted by women business
operators, especially the high costs of establishment (with 32% finding this hindered their business),
lack of alternative sources of capital (29%), and the reluctance of banks and financial institutions to
10
fund expansion (22%).

International data shows differences in finance use between businesses owned by women and those
owned by men. A 2010 report for the White House Council on Women and Girls found that women
start with less capital than men but were more likely than men to indicate they do not need financing
to start their business. They also found women were less likely than men to take on more debt to
19
expand their businesses. A 2009 study of American businesses by the Kauffman Foundation found
that after controlling for the amount of startup capital, women-owned businesses still underperformed
20
those owned by men.
However, in Australia, a 2003 study using ABS Business Longitudinal Survey data from 1995-96 to
1997-98 (when owner gender was collected) found no significant differences in financial performance
21
and business growth between Australian women's and men's businesses. In 2013, women were just
as likely as men to have multiple contracts on the go (see Chapter 5).
In 2012, a national research project commissioned by the AWCCI found that less than 20% of
Australian women business owners were tendering for local, State and Federal Government contracts
22
around Australia, but of those that tendered, 60% were successful.

Income protection for older workers
Another possible financial barrier for self-employed older people in particular is that with no particular
retirement age, they may have difficulty obtaining income protection or workers compensation. Most
of Australia’s workers compensation schemes contain an age limit of between 60 and 65 years, after
which workers are no longer covered for income replacement, accident or illness, (although by 2012
some insurers and superannuation funds had lifted their age limits for income replacement insurance
23
to between 67 and 70 years).

Risk tolerance
HILDA data shows that women 'tend to be considerably more risk averse' than men, with 59%
24
unprepared to take any financial risk, compared with 45% of men. Women business operators were
a little more risk averse than their male counterparts, but they were twice as likely to take risks as
women employees: 16% of women business operators were prepared to take substantial or above
average risks with their spare cash, compared with 20% of men who operate businesses, and 8% of
14
women employees.

Challenges and considerations for jobseekers
Looking for work
The need to balance caring commitments is reflected in the employment arrangements that women
jobseekers see as important: in 2012-13, 53% of women aged 18 years and over who were
unemployed said that being able to work a set number of hours on set days was very important in
their search for possible work.
For almost two in five women who were not in the labour force (38%), being able to work part-time
was seen as a very important incentive to join the labour force, along with the ability to work a set
number of hours on set days (36%), and work during school hours (28%).
Caring commitments were also a consideration for employed women looking for more work. Over half
of women employed part-time with children under 13 said that the availability of childcare places and
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financial assistance with childcare costs were very important when looking for more hours.
However, they were not the only challenges experienced by women looking for work. In July 2013,
one in five unemployed women reported a lack of skills or work experience (20%) as the main reason
they were unable to get a job, compared with 14% of men. Around 17% said there were too many
applicants for existing jobs, while just over 10% said they had difficulty finding work because of
childcare or other family responsibilities, or the jobs had unsuitable hours.

Figure 6.3: Job seekers(a) by sex, main difficulty finding work

(a) Unemployed people aged 15 years and over.
(b) Including transport and other difficulties, and no feedback from employers.
Source: ABS Job Search Experience (JSE) survey, July 2013

Considered starting a business
I think the main reason that women are seeking alternatives to the corporate environment
is all about creating choice. Choice to be the master of their own destinies, whether that
relates to creating financial independence and security, or whether it's having the choice to
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start a family or spend more time with their kids.
In July 2013, 7% of women who were looking for work or had started work sometime in the past year
had considered starting a business in the last 12 months, while 7% had started and were currently
running a business. Just over 1% had started a business but had not continued with it.
Figure 6.4: Job seekers and job starters(a) by sex, whether considered starting a business in
last 12 months

(a) Unemployed people and people who had started a job in the past 12 months, aged 15 years and over.
Source: ABS Job Search Experience (JSE) survey, July 2013

Of the 74,000 women who had started a business in the last 12 months, 31% said one of their
reasons for starting it was for control over their working conditions.

Around 37% said they started their business to be their own boss, and 35% said it was for financial
gain. (People could choose more than one reason.)

Supporting women
Empowering women to participate fully in economic life across all sectors is essential to
build stronger economies, achieve internationally agreed goals for development and
27
sustainability, and improve the quality of life for women, men, families and communities.
Efforts are being made to address the barriers to women's labour force participation and participation
in self-employment. In 2008, a study supported by Australian corporate, government and university
professionals found that an increasingly tight and globally competitive labour market had resulted in
the Australian business community making 'genuine efforts to promote and retain women'. This
research noted that 'a number of Australia’s leading organisations have adopted globally recognised
28
strategies to facilitate gender diversity within their workforces'.
In 2014, the Dell Global Entrepreneurship and Development Institute (GEDI) gender index, which
measures 'the quality of the entrepreneurial environment, the entrepreneurial eco-system, and
women’s entrepreneurial aspirations' through a range of individual and institutional variables, rated
Australia second of 30 countries for conditions favourable for high-potential female entrepreneurship
29
development.
Australian women are also supported by such initiatives as the Workplace Gender Equality Act, the
27
'Male Champions for Change' movement, the global Women's Empowerment Principles, and the
Telstra Business Women's Awards (which annually recognise inspirational business women of
Australia). There is also a great deal of community encouragement from and for businesswomen
themselves (evident from the multiple formal and informal support and networking channels available
online - see Appendix A).
***
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Chapter 7 - Groups of interest
...an economy’s entrepreneurial capacity is based on individuals with the ability and
motivation to start businesses, and may be strengthened by positive societal perceptions
about entrepreneurship. Entrepreneurship benefits from participation by all groups in
society, including women, disadvantaged minorities and a range of age groups and
1
education levels.

This chapter presents key characteristics of the following priority interest groups of Australian women
in business: Aboriginal and Torres Strait Islander women, migrant women, women with disability
(particularly those who need assistance with core activities), women living in remote areas of
Australia, older women (aged 55 years and over), and women with dependent children.
Six key indicators will be presented for each group: Age, Industry, Occupation, Number of employees,
Hours worked and Income. In some cases, the analysis includes additional indicators of particular
relevance to individual groups. All data for this chapter is from the 2011 Census of Population and
Housing unless otherwise specified.
Aboriginal and Torres Strait Islander women who own and manage businesses
How many business operators were Aboriginal and Torres Strait Islander women?
In 2011, around 2,890 women business operators identified as Aboriginal and/or Torres Strait Islander
(0.6% of women business operators, and 0.2% of all Australian business operators). Most of these
women (92%) identified as Aboriginal, with the remainder identifying as Torres Strait Islander (5%) or
both Aboriginal and Torres Strait Islander (3%).
Just over 4% of employed Aboriginal and Torres Strait Islander women were business operators, a
much lower proportion than non-Indigenous women (11% in 2011). Around 180 women business
operators spoke an Australian Indigenous language at home (with 96% of these women also able to
speak English well or very well).
Age
Reflecting the different age structures of the Aboriginal and Torres Strait Islander and non-Indigenous
populations in general, Aboriginal and Torres Strait Islander women business operators had a
younger age profile than their non-Indigenous counterparts: 56% were aged under 45 years,
compared with 43% of non-Indigenous women business owners.
Figure 7.1: Age profiles of Aboriginal and Torres Islander and non-Indigenous women
business operators

Source: Census of Population and Housing, 2011

Industry
Aboriginal and Torres Strait Islander women business operators were most likely to record their broad
industry as health care and social assistance services (12%), retail trade (11%), and 'other services'
(11%), which include such industries as repair and maintenance of mechanical, electrical or other
goods; personal care, hair, diet and beauty services; funeral services; photographic film processing;
and religious services. The top ten detailed industries reported were:

•
•
•
•
•
•
•
•
•
•

Hairdressing and beauty services
Building and other industrial cleaning services
Childcare services
Creative artists, musicians, writers and performers
Other allied health services (which includes allied health services not elsewhere classified, such
as midwifery, occupational health, homeopathy, acupuncture and podiatry)
Accounting services
Management advice and related consulting services
Road freight transport
Accommodation
Cafes and restaurants

Occupation
Aboriginal and Torres Strait Islander women business operators were most likely to record their broad
occupation as clerical and administrative workers (20%), professionals (19%), or managers (18%).
The top ten detailed occupations reported were:

•
•
•
•
•
•
•
•
•
•

Bookkeeper
Retail manager
Hairdresser
General clerk
Office manager
Salesperson
Commercial cleaner
Secretary
Family day care worker
Domestic cleaner

Around 47 Aboriginal and/or Torres Strait Islander women who were artists or involved in visual arts
or crafts identified themselves as business operators, out of a total of 307 Aboriginal and Torres Strait
Islander women artists/visual arts and crafts professionals.
Number of employees
Just under half (48%) of Aboriginal and Torres Strait Islander women's businesses had no employees,
compared with 44% of non-Indigenous women's businesses. Around 5% had 20 or more employees.
Hours worked
In all jobs during the week prior to the 2011 Census Night, Aboriginal and Torres Strait Islander
women business operators were slightly more likely to have worked full-time (50%) than nonIndigenous women business operators (46%). Around one in five (21%) worked between one and 15
hours, and 22% worked 49 hours or more.

Figure 7.2: Women business operators, by Indigenous status and number of hours worked(a)

(a) Hours actually worked in the week before the 2011 Census Night.
Source: Census of Population and Housing, 2011

Income
Almost three quarters (74%) of Aboriginal and Torres Strait Islander women business operators had a
weekly personal income less than $1,000 per week, compared with 66% of non-Indigenous women
business operators. One in five (20%) had a weekly personal income of between $400 and $599 per
week.
Remoteness
The majority (69%) of Aboriginal or Torres Strait Islander women business operators lived in major
cities or inner regional areas of Australia, but they were more likely to live in remote or very remote
areas of Australia than non-Indigenous women business operators (12% compared with 2%).

Migrant women who own and manage businesses
How many women business operators were born overseas?
In 2011, almost a third (29%) of Australian women business operators were born overseas.
The ten most common places of birth for these women were United Kingdom, New Zealand, China,
Vietnam, South Africa, Italy, India, Germany, Malaysia and South Korea. Women born in these
countries made up 19% of all Australian women business operators.
(These countries reflect the migrant make-up of Australia quite closely: South Korea is the only one
not in the top ten most common countries of birth of all Australians born overseas).
Proficiency in spoken English
Just over half (52%) of women business operators born overseas only spoke English, and a further
25% spoke another language but spoke English very well.
Around 7% did not speak English well, and less than 1% spoke no English at all.
Starting a business may help women with low or no English skills overcome barriers in the general
employment market due to difficulties with language. In 2011, a higher proportion of women with no
English were business operators (19%) than those who spoke English very well (9%).
Around 39% of South Korean businesswomen, 32% of Chinese businesswomen and 31% of
Vietnamese businesswomen in Australia either did not speak English well, or didn't speak it at all.

Age
Migrant women business operators had a slightly older age profile than their Australian-born
counterparts, with 61% of those born overseas being 45 years or more, compared with 55% of those
born in Australia.
Figure 7.3: Age profiles of migrant(a) and Australian-born women business operators

(a) Born overseas.
Source: Census of Population and Housing, 2011

Industry
Migrant women business operators were most likely to record their industry as health care and social
assistance services (14%); professional, scientific and technical services (13%); or retail trade (13%).
The top ten detailed industries reported were:

•
•
•
•
•
•
•
•
•
•
•

Building and other industrial cleaning services
Hairdressing and beauty services
Cafes and restaurants
Other allied health services
Takeaway food services
Childcare services
Accounting services
General practice medical services
Management advice and related consulting services
Computer system design and related services

Occupation
Migrant women business operators were most likely to record their broad occupation as professionals
(24%), managers (23%), or clerical and administrative workers (18%). The top ten occupations were:

•
•
•
•
•
•
•
•
•
•

Retail manager
Bookkeeper
Salesperson
Cafe or restaurant manager
General clerk
Secretary
Office manager
Hairdresser
Commercial cleaner
General medical practitioner

Of all women business operators, those born in North-east Asia were the most likely to be managers
(33%). They were also the most likely to be sales workers (10%), followed by those born in Southeast Asia (9%).
Women business operators born in Southern and Eastern Europe or North-east Asia were the most
likely to be labourers (both 11%), and those born in Sub-Saharan Africa were the most likely to be
professionals (35%). Those born in North-west Europe were the most likely to be clerical and
administrative workers (25%, which is the same proportion as those born in Australia).
Women business operators born in South-east Asia were the most likely to be trades workers and
technicians (12%).
Number of employees
There was very little difference in the number of employees in migrant or Australian-born women's
businesses. Around 44% of both had no employees, while 3% and 4% respectively had 20 or more
employees.
Hours worked
In all jobs during the week prior to the 2011 Census Night, migrant women business operators were
slightly more likely to have worked full-time (48%) than Australian-born women business operators
(45%). Migrant women were more likely to have worked a 40 hour week than those born in Australia,
but they were a little less likely to have worked 49 hours or more.
Figure 7.4: Women business operators, by country of birth(a) and number of hours worked(b)

(a) Born in Australia or born overseas.
(b) Hours actually worked in the week before the 2011 Census Night.
Source: Census of Population and Housing, 2011

Income
Just under 69% of migrant women business operators had a weekly personal income less than
$1,000 per week, compared with 67% of their Australian-born counterparts. Almost one in five (18%)
had a weekly personal income of between $400 and $599 per week.

Women with a core activity need for assistance who own and manage businesses
How many women business operators needed help with core activities?
The 2012 Survey of Disability, Ageing and Carers (SDAC) showed that 12% of women employers and
sole operators had a disability, compared with 14% of their male counterparts. Just under 16% of

female employers and sole operators (OMUEs) with a disability were severely or profoundly limited in
their core activities (or 2% of all women employers and sole operators), while 18% were moderately
and 41% mildly limited.
Around half of working age women OMUEs with a disability (52%) had a moderate employment
restriction, while the remainder had no employment restriction.
Almost three quarters (72%) of women employers and sole operators with a disability were aged 45
years or over. Seven in every ten (71%) worked part-time (with 42% usually working 15 hours or less).
Over half of women employers and sole operators with a disability usually worked from home (54%).
While the SDAC does not separate data for employees and incorporated business operators, Census
data can be analysed for all business operators. However, the Census includes only a broad measure
of disability: 'needing help or assistance in one or more of the three core activity areas of self-care,
mobility and communication because of a disability or long-term health condition or old age'. This is
broadly equivalent to the concept of profound or severe disability used in the SDAC. In 2011, less
than 1% of women business operators overall were in this category, however, as this represents
around 3,700 women, their characteristics are presented below.
Age
In 2011, disability rates for women business operators rose slowly but steadily with age: 4.4% over 70
had a core activity need for assistance, compared with less than 1% for those under 60 years.
The proportion of women business operators with a core activity need for assistance was almost
identical to the proportion of women employees with a core activity need for assistance. Proportions
for those who were not employed were higher for all age groups, and much higher for people aged 65
years and over.
Figure 7.5: Age profiles of women business operators with and without a core activity need for
assistance(a), by employment type(b)

(a) People who needed help or assistance in one or more of the three core activity areas of self-care, mobility and
communication, because of a disability, long-term health condition or old age.
(b) 'Not employed' includes people that were unemployed or not in the labour force. Graph excludes contributing family
workers.
Source: Census of Population and Housing, 2011

Industry
Women business operators with a core activity need for assistance were most likely to record their
industry as professional, scientific and technical services (12%); retail trade (11%), and health care
and social assistance services (11%). The top ten detailed industries they reported were:
• Building and other industrial cleaning services
• Accounting services
• Other allied health services

•
•
•
•
•
•
•

Beef cattle farming (Specialised)
Arts education
Creative artists, musicians, writers and performers
Hairdressing and beauty services
Accommodation
Management advice and related consulting services
House construction

Occupation
The most common broad occupations for women business operators with a core activity need for
assistance were clerical and administrative workers (25%); professionals (23%); and managers
(23%). The top ten detailed occupations reported were:

•
•
•
•
•
•
•
•
•
•

Bookkeeper
General clerk
Retail manager (General)
Secretary (General)
Office manager
Beef cattle farmer
Salesperson
Commercial cleaner
Music teacher (private tuition)
Mixed crop and livestock farmer

Number of employees
Women business operators with a core activity need for assistance were less likely to have
employees in their business (52%) than those without a core activity need for assistance (44%). Just
over 3% had 20 or more employees.
Hours worked
Almost three-quarters of women business operators with a core activity need for assistance worked
part-time during the week prior to the 2011 Census Night (73%), compared with 54% of those without
a need for assistance with core activities. Most women business operators with a need for assistance
worked between one and 15 hours in that week (38%).
Figure 7.6: Women business operators, by need for assistance(a) and number of hours
worked(b)

(a) People who needed help or assistance in one or more of the three core activity areas of self-care, mobility and
communication, because of a disability, long-term health condition or old age.
(b) Hours actually worked in the week before the 2011 Census Night.
Source: Census of Population and Housing, 2011

Income
Reflecting the high proportion of these women who work part-time, just under four in every five
women business operators with a core activity need for assistance had a weekly personal income
less than $1,000 per week (79%), compared with 68% of those with no core activity need for
assistance. Over half (58%) had a weekly personal income less than $600 per week.

Women who own and manage businesses in remote areas of Australia
How many lived in remote areas?
In 2011, 2.3% of women business operators lived in remote or very remote areas of Australia (around
11,200 women).
Just under a third (31%) lived in regional Australia.
Age
Women business operators living in regional or remote/very remote areas of Australia were older on
average than those in major cities: around 62% and 61% respectively being 45 years or more
compared with 54% of women business operators in major cities.
Figure 7.7: Age profiles of women business operators in remote/very remote areas, regional
areas, and major cities(a)

(a) Based on the ASGS Remoteness Structure. Excludes a small number of people with no usual address, or those with
migratory, shipping or offshore addresses. 'Regional' includes inner and outer regional areas of Australia.
Source: Census of Population and Housing, 2011

Industry
Remote/very remote women business operators were most likely to record their industry as
agriculture, forestry and fishing (36%), retail trade (12%), and accommodation and food services
(9%). The top ten detailed industries reported were:

Remote

Very remote

•
•
•
•
•
•
•
•
•
•

•
•
•
•
•
•
•
•
•
•

Grain-sheep or grain-beef cattle farming
Beef cattle farming (Specialised)
Other grain growing (excludes rice)
Accommodation
Hairdressing and beauty services
Sheep farming (Specialised)
Building and other industrial cleaning services
Accounting services
Cafes and restaurants
Child care services

Beef cattle farming (Specialised)
Accommodation
Sheep-beef cattle farming
Grain-sheep or grain-beef cattle farming
Sheep farming (Specialised)
Hairdressing and beauty services
Supermarket and grocery stores
Building and other industrial cleaning services
Postal services
Cafes and restaurants

Occupation
Remote/very remote women business operators were most likely to record their occupation as
managers (50%); clerical and administrative workers (17%), and professionals (8%), with their top ten
detailed occupations reported being:
Remote

Very remote

•
•
•
•
•
•
•
•
•
•

•
•
•
•
•
•
•
•
•
•

Mixed crop and livestock farmer
Beef cattle farmer
Retail manager
Bookkeeper
Grain, oilseed or pasture grower
Office manager
General clerk
Secretary
Hairdresser
Sheep farmer

Beef cattle farmer
Retail manager
Mixed livestock farmer
Mixed crop and livestock farmer
Bookkeeper
Hotel or motel manager
Sheep farmer
Sales assistant
Secretary
General clerk

Number of employees
Around 60% of remote and 62% of very remote women business operators were employers, with 58%
and 60% respectively employing between one and nineteen people (compared with 52% of women
business operators in major cities).
An Australian Women's Chamber of Commerce and Industry (AWCCI) survey in 2011 found that
regional businesses were more likely than metropolitan businesses to be micro/small businesses,
2
employing between two and ten people.
Length in current business
While data for duration of business is not available by remoteness, it is available by capital
city/balance of state. With the interest in multi-generational family businesses (especially given the
high proportion of farming businesses in the top ten occupations listed above), it is notable that in
2013, regional women were more likely than urban women to have been in their current business for
20 years or more (24% of women who lived outside capital cities compared with 14% of those who
lived in capital cities).
The average length of time women had worked in their businesses, however, was fairly similar (5.1
years for those outside capital cities and 5.4 years for capital city dwellers).

Hours worked
In all jobs during the week prior to the 2011 Census Night, very remote women business operators
were the most likely to have worked full-time (68%) than those in remote (58%) and regional areas
(49%) and those in major cities (44%).
Over two in five (43%) women with very remote businesses worked 49 hours or more in the reference
week (compared with 32% in remote areas and 16% of those in major cities). Less than 14% of
remote/very remote businesswomen worked between one and 15 hours.
Figure 7.8: Women business operators, by remoteness(a) and number of hours worked(b)

(a) Based on the ASGS Remoteness Structure. Excludes a small number of people with no usual address, or those with
migratory, shipping or offshore addresses. 'Regional' includes inner and outer regional areas of Australia.
(b) Hours actually worked in the week before the 2011 Census Night.
Source: Census of Population and Housing, 2011

Income
Around 68% of remote and very remote women business operators had a weekly personal income
less than $1,000 per week, compared with 65% of women business operators in major cities.
While 17% had a weekly personal income of between $400 and $599 per week, just over 8% earned
$2000 or more per week. This compares with 11% of those in major cities and 6% of those in regional
areas.
Start-up funds and turnover
The 2011 AWCCI data shows that metropolitan businesswomen were more likely to use personal
savings or credit card debt for start-up funding than regional businesswomen, who were more likely to
source funding from banks and credit union loans. This survey found that annual business turnover
2
levels were similar for metropolitan and regional-based women business operators.

Older women (aged 55 years and over) who own and manage businesses
How many were older women?
In June 2014, Labour Force Survey data showed that 28% of Australian women business operators
were aged 55 years and over (188,000 women).
Age
In 2011, most women business operators aged 55 years and over were closer to the age of 55: 44%
were aged 55-59 years, with a steady decline by five year age group to just 1% (1,500 women) being

aged 80 years and over. After the age of 65, women business operators had a slightly older age
profile than women employees.
Figure 7.9: Age profile of women business operators and women employees aged 55 years and
over

Source: Census of Population and Housing, 2011

Industry
The greatest proportion of older women business operators were in retail trade (12%); agriculture,
forestry and fishing (12%); and professional, scientific and technical services (11%). The top ten
detailed industries reported were:

•
•
•
•
•
•
•
•
•
•

Building and other industrial cleaning services
Other allied health services
Beef cattle farming (Specialised)
Accounting services
Accommodation
Hairdressing and beauty services
Management advice and related consulting services
Real estate services
House construction
General practice medical services

Occupation
Older women business operators were most likely to record their occupation as managers (29%);
clerical and administrative workers (25%); or professionals (19%). The top ten detailed occupations
reported were:

•
•
•
•
•
•
•
•
•
•

Retail manager
Bookkeeper
Secretary
General clerk
Office manager
Beef cattle farmer
Salesperson
Mixed crop and livestock farmer
Commercial cleaner
Hairdresser

Over 13,000 women business operators aged 55 years and over were farmers or farm managers.
Number of employees
There was little difference between younger and older businesswomen in the number of employees
they had in their businesses: close to 44% of both groups had no employees, while 4% of operators
under 55 and 3% of those 55 years and over had 20 or more employees.
Hours worked
Older women business operators were slightly more likely to have worked part-time in all jobs during
the week prior to the 2011 Census Night (53% compared with 49% of younger women business
operators). Around one in four (24%) worked between one and 15 hours, while 18% worked 49 hours
or more. The overall pattern between the two groups was very similar.
Figure 7.10: Women business operators, by age group and number of hours worked(a)

(a) Hours actually worked in the week before the 2011 Census Night.
Source: Census of Population and Housing, 2011

Income
Older women business operators were only a little more likely than their younger counterparts to have
a weekly personal income less than $1,000 per week (70% compared with 67% ). Just under 9% and
10% respectively had incomes over $2,000 per week.
Around one in five older women business operators had a personal weekly income of between $400
and $599 per week (20%).

Australian women who own and manage businesses and have dependent children
Chapter 3 of this profile explores the number of women business operators with dependent children,
looking at women with children of different ages, as well as childcare usage and what happens to
women's businesses when they have children (or more children).
This section looks at the characteristics of women business operators with dependent children of any
age, including students. The section on working hours includes data for women with younger
dependent children.
Information on working from home to care for children can be found in Chapter 5.

How many business operators had dependent children?
In 2011, 47% of women business operators had dependent children (including students aged 15-24)
living in their household. Women who operated businesses were the most likely employed people to
have dependent children, closely followed by women who were unpaid family workers (46%).
In June 2014, 38% of women business operators had children under 15: 18% with at least one child
aged 0-5 years old, and a further 20% with at least one child aged between 6 and 14 years old.
Age
The age structures of women business operators with and without dependent children (of any age)
are quite different. Reflecting the younger age profile in general of women with dependent children,
the highest proportion of women business operators in families with dependent children were aged
40-44 years old (26%).
This contrasts with those in families without dependent children (which peak in the 50-54 year age
bracket at 27%), and those with no children (peaking in the 55-59 year age bracket, at 19%).
Figure 7.11: Age profiles of women business operators with and without dependent children(a)

(a) In a family with dependent children (of any age), or with no dependent children, or in a household with no children.
Households with no children include people in couple families with no children, other families, and non-family or non-classifiable
households.
Source: Census of Population and Housing, 2011

Industry
The highest proportions of women business operators with dependent children worked in the broad
industries of: professional, scientific and technical services (15%); health care and social assistance
services (13%); and retail trade (12%). These were also the main industries worked in by women with
no dependent children (including those with no children), but the proportions were slightly different
within each group. More women with dependent children, for example, were in professional, scientific
and technical services than women with no dependent children.
The top ten detailed industries reported for women with dependent children were:

•
•
•
•
•
•
•
•

Hairdressing and beauty services
Accounting services
Building and other industrial cleaning services
Other allied health services
Childcare services
Cafes and restaurants
Takeaway food services

•
•
•

Management advice and related consulting services
House construction
General practice medical services

Occupation
Women business operators with dependent children were most likely to record their broad occupation
as clerical and administrative workers (25%); professionals (24%); or managers (21%). Their top ten
detailed occupations reported were:

•
•
•
•
•
•
•
•
•
•

Bookkeeper
Retail manager
General clerk
Office manager
Hairdresser
Secretary
Salesperson
Cafe or restaurant manager
Family daycare worker
Accounts clerk

Interestingly, where the difference lay for these top ten occupations between women in families with
and without dependent children and women in households with no children was that instead of being
family daycare workers or accounts clerks, the ninth and tenth most common groups for women with
no dependent children were commercial and domestic cleaners, and for women with no children they
were beef cattle or mixed crop and livestock farmers. (Otherwise the top ten occupations were the
same, albeit in slightly different orders).
Number of employees
There were no differences between women business operators with and without dependent children
in the number of employees in their businesses, although those who were sole parents of dependent
children were much more likely to have no employees (58%) than those in couple families with
dependent children (39%).
Around 47% of women business operators from households with no children had no employees.
Hours worked
...on average mothers are likely to spend more time on child care activities, and they spend
much less time in paid work than fathers. In couple families where both parents were
employed, fathers spent around twice as many hours per week (50 hours) as mothers (24
hours) on employment related activities. For fathers, time spent in paid work was not affected
by the age of youngest child in the family, whereas mothers spent more hours in paid work
when their youngest child was aged over five (28 hours) than if their youngest child was under
3
five.
In 2013, women with children aged 0-14 were much more likely than men with children those ages to
usually work part-time (62% of women business operators and 58% of women employees in 2013
compared with 11% and 12% of male business operators and employees respectively).

Figure 7.12: Employed people with children under 15, full-time/part-time status(a) by
employment type(b) and sex

(a) In all jobs.
(b) In main job. Graph excludes contributing family workers.
Source: ABS Forms of Employment Survey 2013

Working hours differed depending on whether the children were very young (0-5 years), or older: in
2013-14, full-time working mothers of children aged 6-14 years worked on average four hours more a
week than those with children aged 0-5 years. Part-time working mothers of children aged 6-14
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worked an average of two hours more a week than those with children aged 0-5 years.
In June 2014, two-thirds (68%) of women business operators with young children (aged 0-5) worked
full-time, while 56% with children aged 6 to 14 did so. Half (50%) of women business operators with
no children under 15 worked part-time.
In 2011, women business operators who were sole parents of dependent children (of any age) were
less likely to have worked part-time (55%) than couple families with dependent children (60%).
Those in households with no children or no dependent children were more likely to have worked 49
hours or more (22% and 21% respectively) than those in families with dependent children (15%).
Women business operators with dependent children were more likely than any other group to have
worked between one and 15 hours in the week before the Census.
Figure 7.13: Women business operators with and without dependent children(a) by number of
hours worked(b)

(a) In a family with dependent children (of any age) or no dependent children, or in a household with no children. Households
with no children include couple families with no children, other families, and non-family or non-classifiable households.
(b) Hours actually worked in the week before the 2011 Census Night.
Source: Census of Population and Housing, 2011

Income
Women business operators in couple families with dependent children were just as likely as those in
households with no children to have a weekly personal income of less than $1,000 per week (67%),
compared with 72% of women business operators in families with no dependent children, and 71% of
those who were single parents of dependent children.
Around 43% of all groups had a weekly personal income under $600 per week.
***
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Chapter 8 - Data development
This report outlines the large range of information available from Australian surveys about women who
own and operate their own businesses, particularly in relation to their personal and household
characteristics and aspects of their business life.
The report also reveals some key information gaps, including:

•
•
•

characteristics of businesses owned by women, including business demographic and
performance data, and labour characteristics
timeliness of collections; and
content coverage (including coherence of existing data sets).

This chapter looks at these issues in more detail, and discusses potential options to address them.

Business surveys
Issue: Data in business surveys not available by sex
ABS business surveys do not currently collect the gender of the business owner, which means that a
wide range of data for women who operate businesses is not available for analysis.
Options
With funding and/or consultation, explore the possibility of adding a gender question to ABS business
surveys. This would provide information about women business operators for the following:

•

•

•

Business demographic metadata
- Entries/exits
- Start-ups
- Geographic markets in which businesses sold goods or services
- Type of legal organisation (i.e. sole proprietor)
- Number of locations
- Organisational/managerial processes
- In a franchise agreement
- Business focus
- Businesses with innovative activity
Business performance
- Years of operation
- Government procurements
- Number of competitors
- Income from exports
- Changes in and barriers to business performance (including financial barriers)
- Reason innovation or performance hampered
- Reasons for seeking finance
- Financial assistance variables (i.e. type, reasons for assistance)
Labour characteristics
- Working arrangements (i.e. award, personal agreement, enterprise agreement)
- Childcare provision
- Flexible working arrangements (such as job sharing)
- Skills supply/shortage
- Total hours paid for
- Cash earnings of employees

Inclusion of owner gender in business surveys, if possible, would also enable future longitudinal data
to be analysed from the ABS Business Longitudinal database.

Household Surveys
Issue: Identification of business owners
In analysing survey data for this report, it became clear that the variables used to identify business
operators were not consistently output across ABS surveys.
For the purposes of this profile, business operators were defined as owner managers of both
incorporated and unincorporated businesses. Prior to July 2014, there were two variables in ABS
surveys that could determine whether a person was an owner manager of a business: 'Employment
Type' and 'Status in Employment' (see Technical Note in Chapter 9 for details).
Some ABS surveys are able to output both variables. Other surveys only have data available for
status in employment (for example, the Survey of Income and Housing (SIH), the Australian Health
Survey (AHS), the Survey of Disability, Ageing and Carers (SDAC), and the Family Characteristics
survey (FCS)).
In the SIH, for example, this means that characteristics such as multiple jobs, superannuation value,
earnings and net worth are only available for part of the business community, as OMIEs cannot be
separated from employees.
Solution
In July 2014, a new labour force standard was introduced (cat. no. 1288.0, published December
2014), that combines both 'Employment Type' and 'Status in Employment' into a single variable, called
'Status in Employment'. All surveys using this new standard will be able to provide data for both
OMIEs and OMUEs. (See 'Status in Employment' in the Glossary, Chapter 9, for more detail.)

Future data development
Issue: Timeliness and content coverage
Many social surveys used in this profile are infrequent (e.g. Census, 5 yearly; General Social Survey
(GSS), 4 yearly). This may result in timeliness issues for some data, as well as analysis being
presented for a number of time periods rather than a single time period.
Some source surveys have been cancelled (e.g. Survey of Employment Arrangements, Retirement
and Superannuation (SEARS), Time Use Survey (TUS)), leading to data gaps when examining
changes over time in the characteristics of women in business and their business operations.
Data for this profile was also provided from a number of sources, as different aspects of people's
personal and business characteristics are collected in different surveys.
One of the issues with this multiplicity of sources is that some variables are unable to be crossclassified with others (for example, data on 'working from home' is not able to be looked at by
'satisfaction with working arrangements' as the surveys with location of work data do not have the
satisfaction variable, and vice versa).
Options
1.) With funding and/or consultation, explore the potential to influence ABS content in future
household surveys.
ABS household survey content is regularly reviewed for policy and content relevance, so opportunities
exist for adding survey questions to existing collections. This is a medium to long-term prospect, with
the end-to-end survey process generally being two to three years from development to published
output. For monitoring changes in characteristics of women business operators over time, however,
this could be a viable option.

The ABS is also currently undergoing a transformation concerning the way we collect and disseminate
social statistics, and will soon commence consulting with stakeholders. The newly established
Transforming People Statistics (TPS) program will promote a more extensive use of all data, including
sourcing multiple types of data (particularly administrative data) and utilising established and
emerging statistical methods.
One element of the TPS program is the Australian Population Survey (APS), which will be a large
continuous survey that integrates all previous ABS social surveys (including the monthly Labour Force
survey). This integrated vehicle will provide continuous data for key outputs and assist with the
comparability of data. Further work and consultation will be important to consider priorities for
statistical research and policy development, including the relative priority for the output a variety of
cross-tabulations.
2.) Provide funding for existing but infrequent/cancelled collections, or for new collections.
New collections could include a suite of questions as a module in household surveys.
The technical meeting on Measuring Entrepreneurship from a Gender Perspective that was organised
in New York on 5-6 December 2013 provided a set of draft guidelines for such a data collection, which
could provide a working basis for survey development. The guidelines proposed an operational
definition of entrepreneurship and a conceptual framework for collecting data on gender gaps in two
sets of outcome variables - entrepreneurial participation and enterprise performance- as well as on
the drivers of gender gaps, including motivations, aspirations and entrepreneurial resources and
constraints.
Any such survey work would involve consideration of the most appropriate survey collection and
methodology for the content and output required.

Further development opportunities
This report provides a broad profile of characteristics of women business operators and their
businesses, with comparisons where appropriate between women and men who operate businesses,
as well as between women business operators and other employed women and men.
Further profile work
There are opportunities for further development of this information resource, including (with funding)
more detailed analysis of some of the ABS data produced in this report, (for example, women's
businesses by detailed geographic information such as suburb; exploring women's transitions in and
out of self-employment after having children by a range of demographic and business characteristics
(i.e: what businesses may be worked in in, which businesses survive the transition, whether
businesses survive better in urban or regional areas, etc.) Consideration can also be given to future
updates or summary versions of this information resource.
Business gender indicators
It may also be possible to consider development of an indicator series for this group that includes a
small suite of key entrepreneurship indicators, particularly if gender is able to be included in business
surveys. Indicators could include, for example, number and proportion of women business operators,
number of new and ceasing businesses, profitability, longevity.
There are a number of international indicator sets being developed in this area that could inform
development of an Australian series. For example:

•

The OECD gender data portal presents data on a suite of entrepreneurship gender indicators,
including:
- proportion of self-employed who are employers and own account workers;
- share of sole-proprietor enterprises owned by women;
- share of women inventors;

- preferences for self-employment;
- feasibility of self employment;
- earning gap in self-employment;
- proportion who have an account in or received a loan from a formal financial institution;
and
- proportion of self-employed women whose activity is in Manufacturing or Construction or
Services.

•

The World Bank Group Enterprise Surveys initiative has two indicators for benchmarking
female participation in firm ownership and management: Percentage of firms with female
participation in ownerships, and percentage of firms with female top managers.

•

Draft indicators prepared by the United Nations Economic Commission for Europe (UNECE)
Task Force on Indicators of Gender Equality include percentage of women who are
employers.

•

The Women's World Banking report on Gender Performance Indicators contains financial
inclusion and performance indicators: Percentage of women clients who are first-time
borrowers of a formal financial institution, and retention of women clients by product.

Chapter 9 - Reference material
This chapter contains definitions and data sources for data used in the profile, as well as a national
and international literature review of studies of women business operators.

Initial definitions
The ABS was asked by the Office for Women to explore the available data on Australia's women
entrepreneurs. With this commission, it was first necessary to define the term 'entrepreneur'. The
2008 OECD Statistics Working Paper, Defining Entrepreneurial Activity: Definitions Supporting
Frameworks for Data Collection, looked at a combination of conceptual and measurable definitions
that resulted in the following definition of an entrepreneur:
Entrepreneurs are those persons (business operators) who seek to generate value, through the
creation or expansion of economic activity, by identifying and exploiting new products, processes
or markets.
While there is a substantial amount of Australian data available for women who own and operate their
own businesses, there is limited capacity to capture entrepreneurial activity such as innovation.
Rather than exploring women entrepreneurs, therefore, this report presents a profile of all women
business owners.
For the purposes of this report, a business operator is defined as an owner manager of an
incorporated or unincorporated enterprise. Where data is only available for owner managers of
unincorporated enterprises, they are mostly referred to as 'employers and sole operators'.
The data refers to people aged 15 years and over except where noted for specific surveys. Data
refers to people's main job unless otherwise specified.
For all other data definitions, see Glossary, below.

Web links
All hyperlinks to End Note and Literature Review references were operative as at 19/2/2015.

Technical Note
Prior to July 2014, there were two data items in ABS surveys that could determine whether a person
was an owner manager of a business. The first of these is 'Employment Type', which enables owner
managers of both incorporated and unincorporated businesses to be identified. This data item
contains the following sub-categories of employed people:

•
•
•
•

Owner managers of incorporated enterprises (with and without employees) (OMIEs)
Owner managers of unincorporated enterprises (with and without employees) (OMUEs)
Employees (excluding OMIEs)
Contributing family workers

The second variable is 'Status in Employment', which enabled OMUEs but not OMIEs to be identified
separately. This data item groups the sub-categories according to whether people were in 'paid
employment' (the first group below) or 'self-employment' (the last three groups), as follows:

•
•
•
•

Employees (including OMIEs)
Employers (OMUEs with employees)
Own account workers (OMUEs without employees)
Contributing family workers

The pre-July 2014 Status in Employment data item does not enable a total business operator
population to be derived for analysis as it groups OMIEs with employees. For more detailed
information on the classification grouping, see Labour Statistics: Concepts, Sources and Methods,
Apr 2007, cat. no. 6102.0.55.001, and the entry for Status in Employment in the Glossary, below.
All data sources in this profile contain one or both of the data items noted above. In July 2014, the two
data items were combined into one standard data item for the Labour Force Survey, also called
'Status in Employment'. The new Status in Employment data item classifies OMIEs separately from
employees, and enables a total business operator population to be produced when customising
datasets.
In this report, the following surveys only contained the old Status in Employment data item, from
which limited owner manager data is available (i.e., data only for OMUEs):

•
•
•
•
•

Childhood Education and Care Survey (CEaCS)
Family Characteristics Survey (FCS)
Survey of Disability, Ageing and Carers (SDAC)
Survey of Income and Housing (SIH)
Time Use Survey (TUS)

The authors were able to customise data for the total business operator population from all other ABS
labour force and household survey sources used in this report, as these surveys have the capacity to
output a population made up of both OMIEs and OMUEs, and are also able to output OMIE and
OMUE data separately if required.

Glossary
Aboriginal and Torres Strait Islander peoples
Aboriginal and Torres Strait Islander peoples are Australia's first peoples. The Commonwealth defines
an Aboriginal or Torres Strait Islander person as a person of Aboriginal or Torres Strait Islander
descent who identifies as an Aboriginal or Torres Strait Islander and is accepted as such by the
community in which he or she lives. In statistical collections and most administrative collections, it is
not feasible to collect information on the community acceptance component of the nominal definition.
Therefore, the community acceptance criterion is not included in the operational definition. The
operational definition of Indigenous status is 'Indigenous status indicates whether or not a person
identifies as being of Aboriginal or Torres Strait Islander origin'.
Actively looking for work
Includes written, telephoned or applied to an employer for work; had an interview with an employer for
work; answered an advertisement for a job; checked or registered with a Job Services Australia
provider or any other employment agency; taken steps to purchase or start own business; advertised
or tendered for work; and contacted friends or relatives in order to obtain work.
Apparent retention rate
This provides an indicative measure of the number of school students who have stayed in school, as
at a designated grade and year. It is expressed as a percentage of the respective cohort group
against the cohort that those students would be expected to have come from, assuming an expected
rate of progression of one grade a year.
ASGS Remoteness Structure
Remoteness is determined by measuring the road distance to different classes of service centres.
Different non-contiguous geographic areas which share common characteristics of remoteness are
then grouped together into six categories: Major Cities, Inner Regional, Outer Regional, Remote, Very
Remote and Migratory. Remoteness is measured nationally.
Not all Remoteness Areas are represented in each state or territory. This article focuses on five of the
six remoteness areas and excludes 'Migratory' Remoteness Areas. Details can be found in the ABS

Australian Statistical Geography Standard (ASGS): Volume 5 - Remoteness Structure, July 2011 (cat.
no. 1270.0.55.055).
Business operator
See Owner manager.
Carer
A person of any age who provides any informal assistance, in terms of help or supervision, to persons
with disability or long-term health conditions or persons who are elderly (i.e. aged 65 years and over).
This assistance has to be ongoing, or likely to be ongoing, for at least six months. Assistance to a
person in a different household relates to 'everyday activities', without specific information on the
activities. Where the care recipient lives in the same household, the assistance is for one or more of
the following activities:

•
•
•
•
•
•
•
•
•
•

cognition or emotion
communication
health care
household chores
meal preparation
mobility
property maintenance
reading or writing
self-care
transport.

See also Caring for children.
Caring for children
In this report, caring for children refers to people looking after their own children living in the same
household.
Child
A person of any age who is a natural, adopted, step, or foster son or daughter of a couple or lone
parent, usually resident in the same household. A child is also any individual under 15 years, usually
resident in the household, who forms a parent-child relationship with another member of the
household. This includes otherwise related children under 15 years and unrelated children under 15
years. In order to be classified as a child, the person can have no partner or child of his or her own
usually resident in the household. There are three types of child identified in the 'Relationship in
household' classification:

•
•
•

Child under 15 years
Dependent student
Non-dependent child

The differentiation of children into these three types is based upon the dependency criterion and is
designed to identify families with different structures and needs. Dependency as used in these
standards refers to economic dependency and is applied only to the population of people who could
be described as 'children'. It is thus not intended to measure an aged or disabled person's
dependency. See also Dependent Child and Non-dependent Child.
Childcare
Formal care: Regulated care away from the child's home. The main types of formal care are before
and/or after school care, long day care, family day care and occasional care.
Informal care: Unregulated care either in the child's home or elsewhere. It includes care by (step)
brothers or sisters, care by grandparents, care by other relatives (including a non-resident parent) and
care by other (unrelated) people such as friends, neighbours, nannies or babysitters. It may be paid or
unpaid

Contributing family worker
A contributing family worker is a person who works without pay in an economic enterprise operated by
a relative.
Core activity limitations
There are four levels of core activity limitation based on whether a person needs help, has difficulty,
or uses aids or equipment with any of the following core activities: communication, mobility and selfcare. The levels of limitation are profound or severe, moderate or mild, and other disability (people
with a disability other than a core activity limitation). A person's overall level of core activity limitation
is determined by their highest level of limitation in these activities.
The four levels of limitation are:

•
•

•
•

profound - the person is unable to do, or always needs help with, a core activity task.
severe - the person:
• sometimes needs help with a core activity task, and/or
• has difficulty understanding or being understood by family or friends, or
• can communicate more easily using sign language or other non-spoken forms of
communication.
Moderate - the person needs no help, but has difficulty with a core activity task.
mild - the person needs no help and has no difficulty with any of the core activity tasks, but:
• uses aids or equipment, or
• has one or more of the following limitations:
• cannot easily walk 200 metres
• cannot walk up and down stairs without a handrail
• cannot easily bend to pick up an object from the floor
• cannot use public transport
• can use public transport, but needs help or supervision
• needs no help or supervision, but has difficulty using public transport.

See also Disability.
Couple relationship
A couple relationship is defined as two people usually residing in the same household who share a
social, economic and emotional bond usually associated with marriage and who consider their
relationship to be a marriage or marriage-like union. This relationship is identified by the presence of a
registered marriage or de facto marriage. A 'couple relationship' includes same-sex couples.
Dependant
A dependant is a family member who is either:

•
•
•

under 15 years of age;
aged 15–19 years and attending school or
aged 15–24 years and attending a tertiary education institution full time (i.e. dependent students).

In order to be classified as a dependant, the person must have no partner or child of his/her own
usually resident in the household. A separate family in the household is formed in this instance.
Dependent child
A child aged 0 to 14 years, living in the same usual residence as his or her natural, step, foster or
adoptive parent. Dependency, as used in these classifications, refers to economic dependency and is
only applied to the part of the population that can be described as ‘children’. The dependency criterion
is based on the barriers to full time employment: age and student status. Essentially, once a child
turns 15 years and becomes eligible to be included in the labour force, they lose their dependency
status unless they are attending school or a tertiary educational institution full-time, are aged 15 to 24
years old and live in the same household as their parents/ guardian.

Dependent student
A full time student aged 15-24 years, living in the same usual residence as his or her natural, step,
foster or adoptive parent.
Disability
The Survey of Disability, Ageing and carers (SDAC) defines disability as follows: In the context of
health experience, the International Classification of Functioning, Disability and Health (ICFDH)
defines disability as an umbrella term for impairments, activity limitations and participation restrictions.
It denotes the negative aspects of the interaction between an individual (with a health condition) and
that individual's contextual factors (environment and personal factors).
The Census of Population and Housing defines the profound or severe disability population as 'those
people needing help or assistance in one or more of the three core activity areas of self-care, mobility
and communication, because of a long-term health condition (lasting six months or more), a disability
(lasting six months or more), or old age'. It notes that while the concept being measured is the same
in both the SDAC and the Census the output items differ to reflect the differences in the populations
due to the different methodologies in the two collections.
Earnings
Payment for award, standard or agreed hours of work, including allowances, penalty payments,
payments by measured result and regular bonuses and commissions. Ordinary time cash earnings
are inclusive of amounts salary sacrificed. Excluded are non-cash components of salary packages,
overtime payments, retrospective pay, pay in advance, leave loadings, severance pay, and
termination and redundancy payments.
Employed
All persons aged 15 years and over who, during the reference week:

•
•
•

worked for one hour or more for pay, profit, commission or payment in kind in a job or business,
or on a farm (comprising employees, employers and own account workers); or
worked for one hour or more without pay in a family business or on a farm (i.e. contributing family
workers); or
were employees who had a job but were not at work and were:
• away from work for fewer than four weeks up to the end of the reference week; or
• away from work for more than four weeks up to the end of the reference week and received
pay for some or all of the four week period to the end of the reference week; or
• away from work as a standard work or shift arrangement; or
• on strike or locked out; or
• on workers' compensation and expected to return to their job; or
• were employers or own account workers, who had a job, business or farm, but were not at
work.

Employee
An employee is a person who worked for a public or private employer and received a wage or salary;
or was paid a retainer fee from their employer while working on a commission basis, or for tips, piecerates, or payment in kind. In this report, people who operated their own incorporated enterprise were
included as employees in survey data where the data item 'Employment Type' was unavailable.
Employer
An owner manager of an unincorporated enterprise with employees
Employment restriction
An employment restriction is determined for persons with one or more disabilities if, because of their
disability, they meet one or more of the following:

•
•
•

are permanently unable to work
are restricted in the type of work they can or could do
need or would need at least one day a week off work on average

•
•
•
•
•

are restricted in the number of hours they can or could work
require or would require an employer to provide special equipment, modify the work environment
or make special arrangements
require assistance from a disability job placement program or agency
need or would need to be given ongoing assistance or supervision
would find it difficult to change jobs or get a better job.

Employment Type
Prior to July 2014, 'Employment Type' was a labour force classification data item which contained the
following sub-categories of employed people:

•
•
•
•

Owner managers of incorporated enterprises (with and without employees) (OMIEs)
Owner managers of unincorporated enterprises (with and without employees) (OMUEs)
Employees (excluding OMIEs)
Contributing family workers

In this report, 'Employment Type' is for main job unless otherwise specified.
Family
Two or more persons, one of whom is at least 15 years of age, who are related by blood, marriage
(registered or de facto), adoption, step or fostering, and who are usually resident in the same
household. The basis of a family is formed by identifying the presence of a couple relationship, lone
parent-child relationship or other blood relationship. Some households will, therefore, contain more
than one family. For example, if two elderly brothers are living with the family of the daughter of one of
the brothers, the daughter's family forms the basic family of the household and the two brothers are
allocated to this family unit as related individuals. The two brothers do not form a separate family in
their own right in addition to the daughter's family, because they are related to a couple family or oneparent family already present in the household. However, if the two brothers were living in a dwelling
with a family to whom they were not related, they would then form a family in their own right and be
classified as an 'other family'.
Family Composition
The categories for family composition are:
• Couple family
• Couple family with dependants
• Couple family with children under 15 years
• Couple family without children under 15 years, but with dependent students
• Couple family without dependants
• Couple family without dependants, but with children 15 years or older (i.e. non-dependent
child)
• Couple family without children
• One parent family
• One parent family with dependants
• One parent family with children under 15 years
• One parent family without children under 15 years, but with dependent students
• One parent family without dependants, but with children 15 years or older (i.e. non-dependent
child)
• Other families
Full-time workers
Employed persons who usually worked 35 hours or more a week (in all jobs) and those who, although
usually working fewer than 35 hours a week, worked 35 hours or more during the reference week.
Highest educational attainment
Highest educational attainment identifies the highest achievement a person has attained in any area
of study. It is a ranking of qualifications and other educational attainments regardless of the particular
area of study or the type of institution at which the study was undertaken. Highest educational

attainment is based on the Australian Standard Classification of Education (ASCED), 2001 (cat. no.
1272.0).
Hours worked
Hours worked is collected for people who were employed during a survey reference period. In this
report, it refers to the number of hours usually worked in all jobs, unless main job is specified. Usual
hours of work refers to a typical period rather than to a specified reference period. The concept of
usual hours applies both to persons at work and to persons temporarily absent from work, and is
defined as the hours worked during a typical week or day. Actual hours worked (for a specific
reference period) may differ from usual hours worked due to illness, vacation, strike, overtime work, a
change of job, or similar reasons.
Household
One or more persons usually resident in the same private dwelling.
Income
Gross current usual (weekly equivalent) cash receipts that are of a regular and recurring nature, and
accrue to individual household members at annual or more frequent intervals, from employment, own
business, the lending of assets and transfers from Government, private organisations and other
households.
Independent contractors and other business operators
Independent contractors are people who operate their own business and who are contracted to
provide services for others without having the legal status of an employee (that is, people who are
engaged by a client rather than an employer to undertake work). 'Other business operators', in this
context, tend to generate their income from managing staff or selling goods or services to the public,
rather than providing a labour service directly to a client.
Industry
The industrial classification provides a standard framework under which business units carrying out
similar productive activities can be grouped together, with each resultant group referred to as an
industry. Details about industry classifications are provided in the ABS Australian and New Zealand
Standard Industrial Classification (ANZSIC), 2006 (Revision 1.0) (cat. no. 1292.0).
Informal learning
Unstructured learning activities that occur in daily life, such as reading, musical activities and physical
activities.
Job held during pregnancy
Job held during pregnancy was the main job in which the person was working before the birth of their
child. Women who had a job while pregnant includes all women who had a job for some or all of the
period during which they were pregnant, and includes women who were away from their job or
business throughout their pregnancy.
Labour force
For any group, persons who were employed or unemployed.
Labour force participation rate
The number of people in the labour force (either employed or unemployed), expressed as a
percentage of the total population.
Labour force status
A classification of the civilian population aged 15 years and over into employed, unemployed or not in
the labour force.
Main job
The job in which a person usually works the most hours.
Main language spoken at home

The main language spoken by a person in his/her home, on a regular basis, to communicate with
other residents of the home and regular visitors to the home.
Non-dependent child
Non-dependent children are defined as children over the age of 15 years who are not studying fulltime. In order to be classified as a child, the person must have no partner or child of his/her own
usually resident in the household. A separate family in the household is formed in this instance.
Non-school qualification
Non-school qualifications are awarded for educational attainments other than those of pre-primary,
primary or secondary education. They include qualifications at the Post Graduate Degree level,
Master Degree level, Graduate Diploma and Graduate Certificate level, Bachelor Degree level,
Advanced Diploma and Diploma level, and Certificates I, II, III and IV levels. Non-school qualifications
may be attained concurrently with school qualifications.
Not in labour force (NILF)
Persons who were not in the categories employed or unemployed, as defined.
Occupation
Occupation is classified according to the Australian and New Zealand Standard Classification of
Occupations (ANZSCO) (cat. no. 1220.0).
One parent family
A family consisting of a lone parent with at least one dependent or non-dependent child (regardless of
age) who is also usually resident in the family. This family type may or may not include other related
individuals.
Opposite-sex couple
Two persons of the opposite sex who are in a couple relationship and are usually resident in the same
household.
Own account worker
An owner manager of an unincorporated enterprise with no other employees.
Owner manager
An owner manager is a person who works in his/her own business, with or without employees,
whether or not the business is a limited liability entity. Comprises owner managers of incorporated
enterprises and owner managers of unincorporated enterprises.
Owner managers of incorporated enterprises (OMIEs)
An owner manager of an incorporated enterprise is a person who works in his or her own
incorporated enterprise, that is, a business entity which is registered as a separate legal entity to its
members or owners (also known as a limited liability company). These people can be classified as
employees in ABS labour force surveys. For more detailed information on the legal status of OMIEs
and OMUEs, see Labour Statistics: Concepts, Sources and Methods, Apr 2007, cat. no.
6102.0.55.001.
Owner managers of unincorporated enterprises (OMUEs)
An owner manager of an unincorporated enterprise (OMUE) is a person who operates his or her own
unincorporated enterprise, that is, a business entity in which the owner and the business are legally
inseparable, so that the owner is liable for any business debts that are incurred. It includes those
engaged independently in a profession or trade. OMUEs are classified as employers if their business
has employees, or own account workers (sole operators) if it does not. OMUEs can also be classified
on the basis of their working arrangements as independent contractors and other business operators
(see definitions in this Glossary).
Part-time workers
Employed persons who usually worked fewer than 35 hours a week (in all jobs) and either did so
during the reference week or were not at work during the reference week.

Primary carer
A primary carer is a person who provides the most informal assistance, in terms of help or
supervision, to a person with one or more disabilities, with one or more of the core activities of
mobility, self-care or communication.
Private dwelling
A residential structure which is self-contained, owned or rented by the occupants, and intended solely
for residential use. A private dwelling may be a flat, part of a house, or even a room, but can also be a
house attached to, or rooms above shops or offices. All data in this report was collected from private
dwellings only (i.e. people living in households rather than institutions).
Proficiency in spoken English
A self-assessment by persons who speak a language other than English at home, of whether they
speak English very well, well, not well, or not at all.
Registered Marital Status
Whether a person has, or has had, a registered marriage with another person. Accordingly, people
are classified as either 'never married', 'married', 'widowed' or 'divorced'.
Relationship in Household
The relationship of each person to the family reference person, or where the person is not part of a
family, that person's relationship to the household reference person.
Remoteness Area
See ASGS Remoteness Structure.
Same-sex couple
Two persons of the same sex who are in a couple relationship and are usually resident in the same
household.
Social Marital Status
Social Marital Status is the relationship status of an individual with reference to another person who is
usually resident in the household. A marriage exists when two people live together as husband and
wife, or partners, regardless of whether the marriage is formalised through registration. Individuals
are, therefore, regarded as married if they are in a de facto marriage, or if they are living with the
person to whom they are registered as married. The term 'not married', as used in this classification,
(or ‘single’ as used in this report) means person is in neither a registered nor a de facto marriage. This
includes persons who live alone, with other family members, and those in shared accommodation.
Status in Employment
Prior to July 2014, 'Status in Employment' classified employed people according to whether people
were in 'paid employment' (the first group below) or 'self-employment' (the last three groups), as
follows:

•
•
•
•

Employees (including OMIEs)
Employers (OMUEs with employees)
Own account workers (OMUEs without employees)
Contributing family workers

In this report, 'Status in Employment' refers to main job unless otherwise specified.
From July 2014, 'Status in Employment' is determined by an employed person's position in relation to
their job, and is usually collected in respect of a person's main job if they hold more than one job. The
Australian 'Status in Employment' classification classifies employed persons according to the reported
relationship between the person and the enterprise for which they work, together with the legal status
of the enterprise where this can be established. The groups distinguished in the Australian
classification are:

•
•

•

•
•
•

employee - a person who works for a public or private employer and receives remuneration in
wages, salary, on a commission basis (with or without a retainer), tips, piece-rates, or payment in
kind, and who does not operate his or her own incorporated or unincorporated enterprise;
owner manager of incorporated enterprise (OMIE) with employees - a person who operates his or
her own incorporated enterprise, that is, a business entity which is registered as a separate legal
entity to its members or owners (also know as limited liability company), and hires one or more
employees in addition to themselves and/or other owners of that business;
owner manager of incorporated enterprise (OMIE) without employees - a person who operates his
or her own incorporated enterprise, that is, a business entity which is registered as a separate
legal entity to its members or owners (also know as a limited liability company), and hires no
employees apart from themselves or other owners of that business;
owner manager of unincorporated enterprise (OMUE) with employees - a person who operates
his or her own unincorporated enterprise or engages independently in a profession or trade, and
hires one or more employees in addition to themselves and/or other owners of that business;
owner manager or unincorporated enterprise (OMUE) without employees - a person who
operates his or her own unincorporated enterprise or engages independently in a profession or
trade, and hires no employees apart from themselves or other owners of that business;
contributing family worker - a person who works without pay in an economic enterprise operated
by a relative.

Unemployed
Persons aged 15 years and over who were not employed during the reference week, and:

•
•

had actively looked for full-time or part-time work at any time in the four weeks up to the end of
the reference week and were available for work in the reference week; or
were waiting to start a new job within four weeks from the end of the reference week and could
have started in the reference week if the job had been available then.

Underemployed
Underemployed workers are employed people who want, and are available for, more hours of work
than they currently have. They comprise:

•
•

people employed part-time who want to work more hours and are available to start work with
more hours, either in the reference week or in the four weeks subsequent to the survey; and
people employed full-time who worked part time hours during the reference week for economic
reasons (such as being stood down or insufficient work being available). It is assumed that these
people wanted to work full-time in the reference week and would have been available to do so.

Data sources used in this report
ABS data sources

•
•
•
•
•
•
•
•
•
•
•
•

Australian Census Longitudinal Dataset (ACLD)
Business Characteristics Survey (BCS)
Business Longitudinal Survey
Census of Population and Housing (Census)
Childhood Education and Care Survey (CEaCS)
Family Characteristics Survey (FCS)
Forms of Employment Survey (FoES)
General Social Survey (GSS)
Job Search Experience survey (JSE)
Labour Force Survey (LFS)
Labour Mobility Survey
Locations of Work Survey (LoW)

•
•
•
•
•
•
•
•
•

Pregnancy and Employment Transitions Survey (PaETS)
Survey of Barriers and Incentives to Labour Force Participation.
Survey of Employee Earnings and Hours (EEH)
Survey of Disability, Ageing and Carers (SDAC)
Survey of Income and Housing (SIH)
Survey of Employment Arrangements, Retirement and Superannuation (SEARS)
Time Use Survey (TUS)
Work Related Injuries Survey
Work Related Training and Adult Learning Survey (WRTAL)

Non-ABS data sources

•
•
•
•
•
•
•
•
•

Australian Human Rights Commission Pregnancy and Work National Review
Australian Longitudinal Study on Women's Health
Australian Women's Chamber of Commerce and Industry (AWCCI) National Research Project
Dell Global Entrepreneurship and Development Institute (GEDI) Index
Department of Education Student Summary and Award Course Completions
Global Entrepreneurship Monitor (GEM) Survey
Household Income and Labour Dynamics in Australia (HILDA) Survey, Waves 1 to 11
OECD.stat data: Organisation for Economic Cooperation and Development (OECD)
Women in Global Business (WIGB) Survey
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3.

ABS 2007, Employment Arrangements, Retirement and Superannuation, Australia, Apr to Jul
2007, cat. no. 6361.0, Canberra, viewed 8 December 2014,
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A257D94000BE2B5?opendocument>. Of people who had experienced an injury or illness at
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1380.0.55.008, Canberra, viewed 21 May 2014,
<http://www.abs.gov.au/AUSSTATS/abs@.nsf/Lookup/1380.0.55.008Main+Features12011>.
While this release focussed on all business owners, their location, industry and incomes,
there is a section on characteristics of business owners. Data was sourced to the 2011
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public sector.
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Adema, W 2013, Greater gender equality: What role for family policy? Family Matters, No. 93,
Australian Institute of Family Studies, Melbourne, viewed 14 May 2014,
<http://www.aifs.gov.au/institute/pubs/fm2013/fm93/fm93a.pdf>. This analysis was
undertaken to look at the effect of public policy on gender equality. Evidence suggested the
gender gap for wages was frequently much higher for entrepreneurs; around 30% to 40%
being cited. There was also a lack of women in senior company positions and a gender gap in
the salaries of the highest wage earners. The author concluded that policies that encourage a
greater use of formal childcare have a small but significant effect on labour force participation,
more so than those for paid leave or family benefits.
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Australian Human Rights Commission (AHRC), Women in leadership, Sydney, viewed 8
December 2014, <https://www.humanrights.gov.au/publications/women-leadership>.
Commissioner Broderick aims to address both gender inequality in the work force and the
underrepresentation of women in leadership roles, particularly in Australian business. Two
outcomes will be achieved through the promotion of women in leadership: a significant growth
in the number of women in senior leadership roles in Australian workplaces and the
implementation of systems within workplaces to sustain lasting gender equality outcomes.

10.

AHRC, It starts with us – The Leadership Shadow, Sydney, viewed 8 December 2014,
<https://www.humanrights.gov.au/publications/it-starts-us-leadership-shadow>. Chief
Executive Women and the Male Champions of Change share a common goal: to make a
significant and sustainable change to the low levels of women in leadership in Australia. They
are working together to identify approaches, put them into practice and disseminate those that
are successful.

11.

AHRC, About Sex Discrimination, <https://www.humanrights.gov.au/our-work/sexdiscrimination/about-sex-discrimination>. Human Rights Commission Fact page, including
links to the Sex Discrimination Act, 1984 and Australia’s human rights obligations.
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AHRC 2014, National Review on Discrimination Related to Pregnancy, Parental Leave and
Return to Work 2014. < https://www.humanrights.gov.au/our-work/sexdiscrimination/publications/headline-prevalence-data-national-review-discrimination>. As part
of the Supporting Working Parents: Pregnancy and Return to Work National Review, the
Australian Human Rights Commission contracted Roy Morgan Research to conduct a
National Survey to measure the prevalence of discrimination in the workplace related to
pregnancy, parental leave and return to work following parental leave. This report provides an
overview of the headline prevalence data gathered from the National Survey.
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AHRC 2012, Working past our 60s: Reforming laws and policies.
<https://www.humanrights.gov.au/publications/working-past-our-60s-reforming-laws-andpolicies-2012>. Discusses workforce participation of older Australian workers in light of the
projected costs of ageing to the economy and the need to ensure that older people have
access to employment without discrimination. The report notes that research points to the fact
that older Australians are particularly vulnerable to poverty.

14.

AHRC, Accelerating the advancement of women in leadership: Listening, Learning, Leading,
viewed 8 December 2014,
<https://www.humanrights.gov.au/sites/default/files/document/publication/2013_AHRC_MCC_
accelerating_advancement_women.pdf>. Four key themes were identified that could create
the conditions and cultures that enable both men and women to thrive. These actions are
stepping up as leaders, creating accountability, disrupting the status quo and dismantling
barriers for carers. Actions to consider for each of these themes were outlined.

15.

AHRC 2011, Our experiences in elevating the representation of women in leadership – A
letter from business leaders, viewed 8 December 2014,
<https://www.humanrights.gov.au/publications/our-experiences-elevating-representationwomen-leadership-letter-business-leaders-2011>. This letter organises the collective
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Brands and The Westpac Group. Examples from these experiences were organised into three
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AHRC 2014, Supporting Working Parents: Pregnancy and Return to Work National Review,
viewed 8 December 2014, <https://www.humanrights.gov.au/supporting-working-parentspregnancy-and-return-work-national-review-0>. The review found that one in two women in
Australia reported experiencing discrimination in the workplace during their pregnancy,
parental leave or on return to work. Commonly reported types of discrimination experienced
included reductions in salary, missing out on training, personal development and promotional
opportunities. The survey was conducted from a pool of 2,000 Centrelink-registered mothers,
and recorded their perceived levels of discrimination following the introduction of PPL in
January 2011.
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<http://www.security4women.org.au/wp-content/uploads/AWCCI_National-ResearchRegionalvsMetro_12.pdf>. This report presents the findings of a research project undertaken
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locations based on the Australian Remoteness Classification (ABS). Briefly, some of the
greatest disparities in the findings were metropolitan businesses were more likely to be sole
traders (49%) than regional respondents (39%); more likely to be younger (7 years average)
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<http://www.awcci.org.au/images/awcci/papers/AWCCI%20Issues%20Paper%20LSG%20Au
g%202012.pdf>. The National Research Project commissioned by the AWCCI found that that
less than 20 per cent of women business owners are tendering for local, state and Federal
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Barrett, M 2010, Women Leading Family Businesses, University of Wollongong, viewed 8
December 2014, <
http://ro.uow.edu.au/cgi/viewcontent.cgi?article=1819&context=commpapers>. While women
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Australian women and girls in the context of the national reform agenda. While women were
found to live longer and healthier lives than men, they face lower rates of pay, are less likely
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disadvantage in later life.
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Collins, J & Low, A 2010, Asian female immigrant entrepreneurs in small and medium-sized
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view>. Many immigrants to Australia start up their own small and medium-sized enterprises
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view>. This study looks at the Household Income and Labour Dynamics (HILDA) dataset to
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governments want to increase rates of economic growth they must reform the tax mix, and
increase the workforce participation rates of women and older people. Together these gamechanging reforms could contribute more than $70 billion to the Australian economy.
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Dana, LE & Smyrnios, KX 2010, From the dining room to the board room – Family business in
focus, RMIT University, Melbourne, viewed 8 December 2014,
<http://peak.fambiz.org.au/documents/item/251>. This paper reports the seventh major
Australasian survey of family businesses undertaken by Professor Kosmas Smyrnios and
colleagues since the early 1990s. If forms part of a longitudinal examination of factors
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critical issues/challenges confronting family businesses were found to be communication
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