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Australian Institute of Marine 
Science 

SAGE CYGNET #3 
Inclusive Recruitment 

  Barrier 
[Mandatory] Institution-wide barrier  Cyg1 Flexible Work 

[Mandatory] Sub-group barrier Cyg2 Representation and inclusion of 
Aboriginal and/or Torres Strait 
Islander Peoples 

Sub-group barrier 

 

Equity and diversity in recruitment 
process 

[Please select] Institution-wide/Sub-group 
barrier 

  

[Please select] Institution-wide/Sub-group 
barrier 

  

 

Note on Language: The Australian Institute of Marine Science recognises the non-binary nature of 
gender. We acknowledge that the terms ‘male’ and ‘female’ refer to biological sex. However, due to 
system limitations and availability of data, for the purpose of this application, some gendered data has 
been reported as ‘male’ or ‘female’, as historical data has been collected and reported in this manner. 
We also acknowledge that this binary assumption may not fully represent all the identities of the 
persons included in these datasets and we recognise the importance of intersectionality when 
collecting data.  

The Australian Institute of Marine Science also acknowledges that Aboriginal and Torres Strait Islander 
Peoples are two distinct racial groups within the term “Indigenous Australians”. For the purposes of 
this document, “Aboriginal and Torres Strait Islander” or “Indigenous” person means any person who 
is of Aboriginal and/or Torres Strait Islander descent who is recognised and accepted as such by other 
Aboriginal or Torres Strait Islander Peoples and who identifies as an Aboriginal and/or Torres Strait 
Islander. This document includes the use of the term ‘non-Indigenous’ to refer to those who do not 
identify as Aboriginal and/or Torres Strait Islander people. 

 

 

 

Acknowledgement of Country   
The Australian Institute of Marine Science acknowledges the Traditional Owners of Country 

throughout Australia and recognises the continuing connection to lands, waters and communities. We 
pay our respect to Aboriginal and Torres Strait Islander cultures; and to Elders past and present.   
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Glossary  

AIMS – Australian Institute of Marine Science 

EDGE – Equity, Diversity and Gender Equality Working Group at AIMS 

AOF – AIMS Officer 

ALT – AIMS Leadership Team 

P&C – People and Culture 

FY – Financial Year 

FWA – Flexible Working Arrangements 

TOIL – Time Off in Lieu 

RWA – Remote Work Arrangements 

IFA – Individual Flexibility Arrangements 

9-day a fortnight – Full time employees (Indefinite, Fixed-Term or Temporary) at AIMS 
generally work nine (9) days a fortnight, having 1 day off as ‘Stand Down Day’ per fortnight. 

SDD – Stand Down Day 

IP – Indigenous Partnerships  

EAP – Employee Assistance Program 

RRAP – Reef Restoration and Adaptation Program 
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1. KEY BARRIER 
AIMS being a science-focused research Institute faces a systemic challenge to recruit women 
in a male dominated field. 

The key barrier identified for this Cygnet is the need for equity and diversity in recruitment 
process. Specifically, this Cygnet aims to address barriers to the attraction and selection of 
women into STEMM positions, as well as the lack of intersectionality and inclusion of other 
demographics when considering strategies for the recruitment process. 

This is essential not only to address any gender imbalance in hiring, but also in promoting a 
gender balance in AIMS overall staff composition. 

Key barrier: Barriers to attract and recruit women into STEMM roles. 
Sub-barrier: Inclusion of intersectionality and other demographics to ensure a diverse 
recruitment process.  

The purpose of the strategies mentioned in this Cygnet was to improve the diversity in AIMS 
workforce composition as well as promote a diverse and inclusive recruitment process. 

2. EVIDENCE OF BARRIER 

2.1 Findings in the Bronze Award 

During the Bronze self-assessment process, the recruitment and selection process was 
reviewed, including applicants’ data, interviewed applicants and appointed applicants. The 
main barriers identified were in data gathering and possible biases in non-STEMM 
recruitment decisions. In addition, further action to review advertising processes was 
recommended, as detailed below. 

2.2 Barriers to Attraction 

2.2.1 Advertising 

No mention of AIMS commitment to diversity and inclusion was included in the advertising 
process prior 2020. Advertising also did not include any reference to Flexible Work 
Arrangements (FWA) available at that time or reference to our Indigenous Partnership (IP) 
inclusion in AIMS Strategies.  

In the Bronze application, the Equity, Diversity and Gender Equality Working Group at AIMS 
(EDGE) recommended to ‘Review and update Careers at AIMS website content to increase 
information available regarding (flexible) working arrangements at AIMS to attract more 
female applicants and applicants with diverse backgrounds’ (Action #30 from the AIMS Bronze 
Application), as no information was available and/or accessible (see Case Study #1: 2018 
Advertisement to recruit a Science Leader position). 
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Case Study #1: 2018 Advertisement to recruit a Science Leader position 

 

The 2018 case study presents an outdated advertisement that lacks a clear structure and fails 
to include clear references to our FWA. Furthermore, it did not demonstrate a commitment 
to Equity, Diversity or Inclusion, focusing solely on the role and skills required. 

2.2.2 Applicant Survey: collection of diversity data  

At the time of the Bronze self-assessment process prior to 2020, no tool was available to 
collect diversity data or intersectional demographics. Therefore, understanding and 
conclusions on barriers to attracting different candidates was limited. During the self-
assessment process, data was manually collected as recruitment activity was relatively low, so 
it was possible to do so. Data was only collected for applicants, interviewed and appointees’ 
gender, as well as STEMM vs non-STEMM campaigns. This had limitations in terms of 
intersectional data such as gender diversity and other demographics like disabilities, non-
English speaking background, Aboriginal and/or Torres Strait Islander peoples and other 
identities. 
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2.3 The recruitment process 

2.3.1 Application, Interviewing and Appointment 

Finding from the Bronze application indicated: “Female applicants, interviewees, and 
appointments made up about one third of applicant pool from July 2015-June 2018 (Table10), 
and interview rates for STEMM/non-STEMM female applicants were comparable to total female 
applicants, and increased across time for STEMM roles (Figure10). Lower female applicant rates 
may be influenced by systemic issues, including existing gender disparity in specific research 
areas, but may also be influenced by existing processes, including unconscious bias and 
recruitment strategies.” 

 
Figure 1: AIMS recruitment and selection campaign applicants, interviewed applicants, and appointed applicants by gender during 
the Bronze self-assessment 

*In 3 of 54 STEMM recruitment and selection campaigns, no applicant was hired. As such, 
male and female appointments do not add up to 100 percent. Unfortunately, numbers for 
applicants and interviewed persons are no longer available as there have been changes in 
staff, so data was not found. 

Figure 1 shows that men dominated STEMM campaigns in every part of the process 
(applications, interviews and appointment), demonstrating a barrier towards women for 
STEMM positions. In addition, it was concluded from the Bronze application that “It is difficult 
to identify systemic issues in non-STEMM recruitment due to low overall appointments, but 
unconscious bias may influence non-STEMM recruitment decisions.” 

3. PROGRESS (ACTIONS AND OUTPUTS) 

3.1 Advertising changes 

Since 2024, AIMS has intentionally improved the way we advertise positions to reflect our 
commitment to improving gender equity, diversity and inclusion in STEMM disciplines, 
including the benefits of working at AIMS, such as flexible work arrangements (FWA), 9-day 
fortnight work, Employee Assistance Program (EAP), Fitness Passport program, among others 
to promote an inclusive culture. 
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In particular:  

- From Position Description development and advertisement all the way through to 
appointment documentation, we use inclusive and non-gendered language.  

- When advertising, we clearly articulate the role, avoiding jargon.  
- We include an Acknowledgement of Country at the bottom of job ads (website), 

included in our Careers at AIMS page, as well as external advertising through Seek, 
LinkedIn, etc.  

- Job ads and Candidate Information Packs include wording about flexible ways of 
working and our diversity aspirations, including our commitment to the SAGE Athena 
Swan program. 

- Every ad published on external websites links to AIMS Careers page, which has also 
been updated and is detailed in the section below. 

This action was not initially planned as part of the Bronze Award commitments; however, 
over time it became evident that recruitment and advertising practices presented a barrier to 
progress and required review. The introduction of new recruitment systems provided an 
ideal opportunity to update and strengthen these processes. These improvements have 
modernised our approach, ensuring that all advertising and related documentation now 
reflect AIMS’s commitment to gender equity, diversity, and inclusion. 

Case Study #2: Seek advertisement 2025 
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Case Study #3: Candidate Information Pack 2024 
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Over time, particularly throughout 2024, the evolution of our advertising is evident in the 
case studies above. These examples reflect the inclusion of and Acknowledgement of 
Country at the conclusion of all advertisements, along with comprehensive details about our 
FWA and employee benefits. Case study #3 illustrates our commitment to advancing Equity, 
Diversity and Inclusion through our participation in the Athena Swan program. 

3.1.1. AIMS external website: Careers page 

This is the main advertising source, which was last updated in August 2024 to include AIMS 
commitment to Equity, Diversity and Inclusion, as well as the ‘Working at AIMS’ experience 
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(see Case Study #4), with the purpose of attracting various candidates and those who face 
systemic challenges feel confident to apply. 

Case Study #4: Careers Page (as of Aug 2024) – new look
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The updated design of our external website, as shown above, offers a detailed insight into 
the AIMS employee experience, enabling prospective applicants to understand what to 
expect both during the recruitment process and while working at AIMS. This enhancement 
reflects our commitment to fostering an inclusive and equitable environment, where 
everyone feels safe and supported even before they apply. Additionally, the Indigenous 
Partnerships section aims to actively welcome applications from Indigenous Peoples and 
making them feel part of the AIMS community. Our efforts reinforce our dedication to 
building a diverse AIMS community, ensuring that those who tend to be systemically 
marginalised are encouraged to apply. 

3.2 Applicant survey (between 2021-2024)  

In 2020, an applicant survey was introduced to allow AIMS to gather diversity statistics, as well 
as gain valuable insights into how candidates learn of AIMS opportunities. This was included 
in the action plan from the Bronze Award as a tool to measure and improve our understanding 
of diversity of applicants for new positions. The survey collected voluntary data on the list 
below and helped to inform recruitment and advertising motivations, demographics and to 
better inform how to attract candidates from a diverse pool. 

All applicants are invited to complete this survey after the vacancy closing date. Completion 
of the survey is voluntary, and individual data is treated confidentially and is de-identified. 
Responses to this survey do not form part of the application for the position (collected in a 
separate system via a different link) and panels members do not have access to this data, so it 
is not part of the decision-making process.  

Data available from this survey is from 2021 until 2024 (we were unable to find previous data 
as after reporting on it, this data was deleted from the platform for privacy and security 
purposes). In August 2024, with the implementation of the Big Red Sky (BRS) system (a new e-
recruitment system), this survey became part of the application form. Since August 2024 AIMS 
has a truer picture of diversity statistics as all applicant responses are now being gathered vs 
an approximate rate of 75% during the voluntary survey from 2021 to 2024 which will be 
detailed in sections below. This percentage is an estimate based on the numbers of the last 
recruitment form submitted and last applicant form submitted. Due to unavailable data, a 
more precise calculation was not possible.  

Data collected in this survey includes: 

- What attracted you to this role? (open text answer) 
- Gender: selections including Male or Man, Female or Woman, Non-Binary, prefer not 

to say and prefer to self-describe my gender identity (with open text option)  
- Age: selections including 15-30, 31-45, 46-60, 61+ or prefer not to say. 
- Are you of Aboriginal or Torres Strait Islander Origin? 
- Are you of Australian South Sea Islander Origin? 
- Do you identify as living with a disability? 
- Do you identify as being from a non-English speaking background? 

Since the implementation of this survey, we have been reporting on this data to our Council, 
along with comments for the reporting period and comparisons to previous periods if relevant. 
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One challenge encountered with the implementation of this survey (for the 2021-2024 period) 
was that, in order for the diversity data to be unavailable for panel members, this survey was 
separate from the actual application. Therefore, results of this survey don’t show an accurate 
picture of applicants, as many did not respond to this survey. Further information on how we 
address this challenge is provided in section 3.4 below. 

3.3 Targeted appointments for Indigenous Partnerships team 

The Indigenous Partnerships Program (IPP) was created in 2016, and with that, the need for 
targeted recruitment emerged not only to increase Indigenous representation but also to 
develop the key targets in AIMS Strategy and the action plan. For this, a new strategy and 
recruitment advertising were developed to attract more applicants who identified as being of 
Indigenous origin, utilising a range of media to communicate our commitment to increasing 
the participation of Indigenous staff. The strategy included adding in 2024 an Indigenous 
Partnerships section in our Careers’ external website (as highlighted above), so applicants 
can learn more about our program. In addition to this, targeted appointments were 
advertised to create and develop the IP team. These appointments were not exclusively for 
Indigenous staff, as at the beginning of our actions taking place it was not a requirement, so 
some members of the IP team do not identify as Indigenous. Some of the main 
appointments advertised for the IP team were Indigenous Partnerships Officer and 
Indigenous Partnerships Coordinator, as well as some targeted appointments outside of the 
IP team like Reef Restoration and Adaptation Program (RRAP) Experimental Research 
Technician – Indigenous and Aquaculture Assistant – Indigenous, among others. All of these 
positions have been identified and targeted positions since 2022 for Indigenous Peoples. 
This was not an action from the Bronze Award: however, the importance of Indigenous 
inclusion was observed through the development of the IP team and Program, which were 
reported on in AIMS’ second Cygnet. 

3.4 Big Red Sky Implementation in Aug 2024 

The recent implementation of BRS as our new e-recruitment system has significantly 
improved our processes and enhanced user experiences, not only for applicants but also for 
panels members and the People and Culture (P&C) team. This was not a planned action from 
the Bronze Award but was an improvement that offered an opportunity to improve the way 
we do things at AIMS. 

The most relevant improvement, for the purpose of this Cygnet, is the changes to the way we 
collect recruitment data. Data collection was an action from the Bronze Award, but over the 
years we found further challenges to the way we were collecting data with the applicant 
survey data being separated from the application. This is why a new process was developed. 

3.4.1 Changes to applicant survey and diversity data collection 

By incorporating the previous applicant survey directly into the application form, we now 
gather more comprehensive and accurate data, including diverse gender options, while 
maintaining the survey’s voluntary nature (as applicants can select the option of ‘Prefer not 
to disclose’ at any time for all questions). This is now an integrated part of the process to 
better understand our applicant pool and further improve how we attract and retain staff. 
This streamlined approach provides immediate access to valuable applicant information. 
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Data is de-identified and panels member cannot access this data; it is only available to select 
members from the P&C team. This means the data is not part of any decision made during 
shortlisting or interview selection to reduce as much bias as possible. Any potential bias 
would be of someone’s name in their application or resume or after conducting face-to-face 
or online interviews. 

In this new approach, most questions are the same as the ones from the Applicant survey to 
the exception of ‘What attracted you to this role?” question that is no longer available.  

3.4.2 Panel members 

Even though there is no specific process or targeted actions to ensure the composition of 
the Selection Panel is gender balanced and/or inclusive, the recruitment team ensures that 
there is at least 1 woman within the panel members prior giving them access to the system. 
The Recruitment procedure is under review and will include a section to ensure not only 
gender diversity but also different backgrounds and experiences. 

3.5 Training for panel members: unconscious bias 

The Recruitment Lead developed a training module in Aug 2024 to equip participants with 
the essential skills needed to identify, evaluate and select highly skilled talent for AIMS. This 
training included helping to identify and remove unconscious bias from recruitment and 
selection processes, targeted specifically for those who participate in recruitment panels.  

This training is mandatory for all panel members leading or participating in recruitment 
activity and is also available online in our Learning Management System (LMS) to everyone 
who would like to complete it. The eLearning modules include strategies to: 

 identify and overcome unconscious bias 
 planning and leading an effective recruitment process 
 identifying and managing conflicts of interest 
 attract and source highly skilled candidates (social media engagement, late 

applications, visa sponsorship) 
 recruitment assessment tools (shortlisting, interviews, work samples, job simulations), 

including guidance on interview questions and etiquette  
 legal boundaries to ensure fair and legally compliant selection process 
 importance of conducting background checks (reference checks, qualifications 

verification, pre-employment medicals, right to work in Australia) 
 candidate care, how to ensure a positive experience for all applicants 
 guidance on preparing for new starter onboarding and orientation, including 

probationary period 

This training is regularly updated by the Recruitment team based on latest best practice 
information, changes to processes and feedback received from participants. As of April 2025, 
115 users have undertaken the course to better understand the hiring process and their 
responsibilities when participating as a recruitment panel member. 

This action was proposed in the Bronze Award for all staff involved in recruitment activities 
to reduce any potential bias in the decision-making process. 
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3.6 Social media 

A series of posts in social media have been developed not only to promote the inclusion of 
women in STEMM fields, but also to highlight AIMS diverse workforce in this area. Some of 
these posts include, but are not limited to, International Women’s Day, Women leadership, 
International Women and Girls in Science Day, Indigenous women in Science, International 
Women in Engineering Day, among other stories to highlight women in science careers. 

The below case studies show AIMS efforts to promote women in STEMM fields, including 
experiences from Indigenous women and women from non-English speaking backgrounds, 
both achievements and challenges. This intends to acknowledge the systemic barriers that 
exist towards women in STEMM and show AIMS commitment in this area, so women feel 
confident to apply and work at AIMS, it aims for everyone to feel included and represented. 
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Case Study #5: Indigenous women in Science at AIMS: Meet Jamiga-Marie: Woppaburra 
woman training for a future in aquaculture. 

 

  

 

Case Study #6: Women and non-English speaking background(s) representation at AIMS: All-
women science team seeks blue carbon answers from sediment, water and plants 
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AIMS social media posts provided in the above case studies reflect strategic effort to address 
systemic barriers faced by women in STEMM fields, by creating representations of inclusion 
and achievements of women in STEMM. By highlighting the journeys of Indigenous women 
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and women from non-English speaking backgrounds, AIMS acknowledges the unique 
challenges these groups face in accessing and developing within scientific careers. These 
narratives not only showcase professional accomplishments but also the lived experiences 
behind them, helping to challenge stereotypes in science. 

3.7 Recruitment Practices Survey 

To assess the impact of recent recruitment and advertising improvements, AIMS conducted 
a Recruitment Practices Survey with all new starters employed between September 2024 and 
September 2025. This action aimed to evaluate how inclusive and equitable applicants 
perceived our recruitment processes to be, and to identify opportunities for further 
enhancement. 

The 12-question survey combined multiple-choice and open-ended items exploring: 

 Diversity demographics, including gender identity, Indigenous status, and language 
background; 

 Perceptions of inclusivity, such as how equitable and welcoming the recruitment 
process felt, and the inclusiveness of language and imagery used in advertisements; 

 Impact of inclusive messaging, including whether AIMS’s diversity statements 
influenced candidates’ decision to apply; 

 Experience of recruitment and onboarding, including perceived supports and 
cultural inclusiveness; and 

 Perceptions of AIMS’s commitment to Indigenous partnerships and the inclusion 
of women and people from diverse backgrounds in STEMM roles. 

Findings from the survey are informing continuous improvement of AIMS’s recruitment and 
onboarding practices. 

4. OUTCOMES 

4.1 Applicant Survey outcomes 

As noted, the Applicant Survey data may not fully represent the recruitment landscape 
between 2021 and mid-2024, as participation was voluntary and many applicants chose not 
to complete the survey. The following analysis has been conducted using the best available 
information, with the understanding that future conclusions may change as more reliable 
data collection processes are implemented through the new BRS system. 

Across this period, AIMS received a total of 2,497 survey responses from 4,668 job 
applications. These figures were derived from the application tracking system. Previously, 
survey data were collected through Cognito Forms and downloaded for reporting purposes 
before being deleted to maintain privacy and data security. While deletion ensured 
compliance with data management protocols, it has limited our ability to retrospectively 
analyse full datasets. Only partial records and summary reports were retrievable from shared 
folders. 
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Consequently, demographic data—particularly on gender and diversity characteristics—are 
incomplete for earlier years. From the subset of data available for 2024 (n = 1,996), 46% 
identified as female or woman (n = 924), 53% as male or man (n = 1,052), and 1% as other 
genders, including “prefer not to say” or “prefer to self-describe” (n = 10). There were also 10 
blank responses, accounting for the difference between the number of responses and the 
total dataset. 

These findings provide an initial baseline for future analysis and continuous improvement 
under the new BRS system, which will enable more comprehensive and secure collection of 
applicant demographic and inclusion data. 

4.1.1 Overall applications data 

Accurate data on the total number of recruitment application forms could not be fully 
retrieved, as the previous system required regular cleansing and deletion of data due to 
storage limits and privacy protections. Although data were periodically downloaded for 
reporting and compliance purposes, complete datasets were not retained. 

Between 2020 and 2024, AIMS received approximately 4,668 applications. Based on available 
data extracted from the new Big Red Sky (BRS) recruitment system for the period August–
December 2024, we estimate that overall, 44% of applicants identified as female or 
woman, 52% as male or man, and 4% as another gender identity (including non-binary, 
“prefer not to say/disclose,” or “prefer to self-describe”). 

From the August to December 2024 BRS sample (n = 1,379): 

 Applicants for STEMM positions comprised 35% women (n = 336), 60% men (n = 
567), and 5% other gender identities (n = 48). 

 Applicants for non-STEMM positions comprised 63% women (n = 270), 35% men (n = 
147), and 2% other gender identities (n = 11). 

These patterns indicate that while gender representation among women applying for 
STEMM and non-STEMM roles is becoming more balanced (55% and 45% of women’s total 
applications respectively), a significant gender gap remains among men, with 79% of male 
applicants applying for STEMM roles compared to 21% for non-STEMM roles.  
 
Table 1 below provides a breakdown of data from this period. The first section of the table 
shows the gender composition within each role type, indicating that STEMM positions 
continue to attract a higher proportion of male applicants, while non-STEMM roles attract 
more women. The second section reverses this view, showing the distribution of role types 
within each gender group. This highlights that women are relatively evenly represented 
across both STEMM and non-STEMM applications, whereas men and applicants of other 
genders are far more likely to apply for STEMM roles. Together, these perspectives provide a 
fuller understanding of gender patterns across AIMS recruitment activity. 
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Big Red Sky applicant's data from August to December 2024 
% based on STEMM or non-STEMM total 

Gender Identity STEMM non-STEMM Total 
Female or Woman 35% (n=336) 63% (n=270) 44% (n=606) 
Male or Man 60% (n=567) 35% (n=147) 52% (n=714) 

Other (incl, Non-Binary, prefer 
not to say/disclose & prefer to 
self-describe my gender identity) 5% (n=48) 2% (n=11) 4% (n=59) 
Total 100% (n=960) 100% (n=428) 100% (n=1379) 

% based on Gender Identity 
Gender Identity STEMM non-STEMM Total 

Female or Woman 55% (n=336) 45% (n=270) 100% (n=606) 
Male or Man 79% (n=567) 21% (n=147) 100% (n=714) 

Other (incl, Non-Binary, prefer 
not to day/disclose & prefer to 
self-describe my gender identity) 81% (n=48) 19% (n=11) 100% (n=59) 

Table 1: BRS applicants’ data (Aug-Dec 2024) 

We recognise the limitations of this dataset due to the transition between systems and the 
partial retention of earlier data. Nevertheless, this sample provides a baseline for ongoing 
monitoring and comparison in future reporting years. Future analyses will draw on complete 
datasets from the BRS system, enabling stronger evidence-based insights into gender 
representation and recruitment patterns across STEMM and non-STEMM roles. 

4.1.2 STEMM applications 

 

Figure 2: percentage of STEMM applicants between 2016 – 2024  
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Figure 2 shows that during the Bronze award assessment (2016 – 2018 period), no clear 
trend was evident in the gender distribution of STEMM applicants, with proportions of men 
and women relatively balanced. Consequently, few targeted recruitment actions were 
included in the original Action Plan. By 2021, however, the introduction of the Applicant 
Survey provided more robust data, revealing a consistent pattern of higher male 
representation in STEMM applications. This insight prompted the implementation of focused 
actions to address gender imbalance and enhance the inclusivity of recruitment processes.  

Note: raw numbers were unavailable for the 2016-2018 period, hence only the percentages 
are provided for these years. 

In 2022 and 2023, there was an observable increase in the number of women applicants, 
indicating progress towards gender parity in STEMM applications. However, 2024 data show 
a decline in this percentage. This may reflect improved accuracy in data collection following 
the integration of demographic questions into the application process, revealing that earlier 
figures were likely positively skewed. While progress has been made, these finding highlight 
the need for continued refinement of recruitment practices to ensure sustained and 
equitable gender representation (see Further Action 1) 

4.1.3 Non-STEMM applications  

The figure below shows the number and percentage of applicants who applied to non-
STEMM roles between 2016 and 2024, by gender. Note: raw numbers were unavailable for 
the 2016-2018 period, hence only the percentages are provided for these years. 

 

Figure 3: percentage and number (if available) of non-STEMM applicants between 2016-2024 
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men applicants not only dominated in STEMM fields but also in non-STEMM roles, indicating 
that more men than women applied to AIMS roles. After our actions and with the 
implementation of the applicant survey, a closer balance can be observed between 2021 and 
2023. However, as mentioned in other sections, this can be positively skewed due to the 
applicant survey being voluntary. In 2023, there is an imbalance in favour of women, which 
can be caused by multiple reasons such as data not being accurate due to applicant survey 
limitations, or a reflection of societal trends (women tend to dominate non-STEMM fields). In 
2024, it is clearer that the change in systems reflected more accurately our data, noticing a 
higher number and percentage of women applicants to non-STEMM roles, which will be 
addressed in further action 5. 

In addition, data for each stage of the recruitment process (i.e. application-interview-
appointment) is not available as it has not been collected in previous systems, therefore, this 
data is not able to suggest whether the panel composition and training actions have reduced 
bias. 

4.1.4 Other demographics – Intersectional data 

Graphs for applicants who identify as being of Aboriginal origin or living with a disability or 
other demographics have not been included due to the low percentage of responses. No 
clear trend is observed to contribute to the narrative. AIMS will continue to capture and 
monitor data over time. 

4.2 Positions data 

4.2.1 STEMM positions data 

The below graph shows AIMS STEMM positions over the reporting period, including number 
of staff in those positions as well as percentage in relation to gender. 

 
Figure 5: Number and percentage of women and men in STEMM positions 2021-2025. Total STEMM positions 2021= 188, 2022= 
220, 2023= 273, 2024= 307, 2025= 339.   
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A positive outcome is observed with a modest increase in percentage of women in STEMM 
roles while the percentage of men in STEMM roles remained mostly stabled. This means that 
as of 2025, the gap between men and women has reduced to 14% (compared to 2021 when 
this gap was 22%). This outcome suggests the effectiveness of our initiatives and represents 
modest progress to achieve our objectives. While this progress is encouraging, there is still 
room for continued improvement to achieve greater gender balance across all STEMM roles 
at AIMS. It is also important to mention and acknowledge external factors that contribute to 
this positive outcome, such us changes in society, education, among others and we will need 
to monitor change over a longer period to make sure positive changes that occurred are due 
to our actions. 

4.2.2 non-STEMM positions data 

The below graph shows AIMS non-STEMM positions over the reporting period, including 
number of staff in those positions as well as percentage in relation to gender. 

 

Figure 6: Number and percentage of women and men in non-STEMM positions 2021-2025. Total non-STEMM positions 2021= 97, 
2022= 104, 2023= 115, 2024= 127, 2025= 139.   

The percentage of non-STEMM positions for both women and men has relatively maintained 
constant over the years. An increase in the gap between women and men non-STEMM 
positions can be observes between 2021 and 2025, meaning that there is room for 
improvement and a need for further monitoring in future surveys and positions data to 
determine further actions. 

4.3 Recruitment Practices survey 

To address the issue of some actions being implemented in 2024, and to identify measurable 
outcomes or impacts, we developed a Recruitment Practices (RP) survey. The RP survey also 
provided an opportunity to gather any feedback to help identify key areas for improvement. 
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It was sent to staff who had started work with AIMS in the last 12 months (and were still at 
AIMS at that time).  

The RP Survey achieved a 29% overall response rate, closely aligning with the target of 30%. 
Response rates were slightly higher among men (33%) than women (26%), providing a useful 
baseline for evaluating engagement with future surveys and identifying any patterns in 
participation across gender groups. 

Category Female or 
Woman 

Male or 
Man 

Prefer not to 
say 

Total 

New starters surveyed 47 48 1 96 

Survey responses 
received 

12 16 0 28 

Response rate 26% 33% – 29% 
overall 

Table 2: Overview of RP Survey demographics 

Responses to the multiple-choice questions are in the table below. 

  
To what extent do you feel our recruitment process was 

inclusive and equitable? 
  Female or Woman Male or Man 
Very inclusive 3 9 
Somewhat inclusive 5 6 
Neutral 3 1 
Somewhat 
exclusive     
Very exclusive 1   

  
Do you believe AIMS actively supports the inclusion and 

visibility of women in STEMM roles? 
Strongly agree 2 6 
Agree 5 8 
Neutral 4 2 
Disagree     
Strongly disagree 1   

  
How inclusive did you find the language and messaging in our 

job advertisements (e.g., inclusion statements, tone, imagery)? 
Very inclusive 3 12 
Somewhat inclusive 4 2 
Neutral 4 2 
Somewhat 
exclusive     
Very exclusive 1   

  
How would you rate AIMS commitment to Indigenous 

Partnerships and engagement during recruitment? 
Excellent 4 9 
Good 2 3 
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Neutral 4 4 
Poor 2   
Nout sure     

  
Do you feel our workplace culture is inclusive and welcoming to 

people from diverse backgrounds? 
Strongly agree 5 10 
Agree 3 5 
Neutral 4 1 
Disagree     
Strongly disagree     

Table 3: responses to RP survey in 2025 

Across all items in Table 3, men consistently reported higher levels of perceived inclusivity 
and organisational support than women. This pattern aligns with broader sectoral findings 
that women often experience subtle or structural barriers during recruitment and induction 
that men may not perceive. 

These results provide valuable direction for AIMS’s ongoing efforts to refine recruitment 
messaging, ensure gender-responsive processes, and strengthen early engagement and 
belonging for women entering STEMM roles. 

5. IMPACT 

5.1 Applicant Survey Analysis 

Impact of our actions hasn’t been directly measured, and it is an area that will be further 
explored for future action (action #2). However, for the purpose of this Cygnet, data to 
measure impact was collected from the Applicant Survey. Out of 3289 applications, there 
were 2497 respondents to the Applicant Survey.   

Responses to the question ‘What attracted you to this role?’ can be categorised under the 
following relevant themes: 

Theme 1: Organisational reputation and field of expertise 

“Personal skills and experience, work that AIMS does and AIMS reputation. With AIMS and their 
strive to be diverse and inclusive, I dream of representing and inspiring the women & girls of 
science.” (Woman applicant in 2024) 

“Field of expertise; the research topics; opportunities to grow; reputation, support and facilities 
at AIMS; diversity and inclusiveness at AIMS” (Woman applicant 2023) 

The above quotes provide evidence that our actions have had an impact. By promoting 
stories in our external website for events like International Day of Women and Girls in 
Science, we are building a strong and inclusive organisational reputation. This have had an 
impact on applicants who purely apply to AIMS due to this reason, helping to address our 
systemic barrier and promoting women in STEMM fields. 

Theme 2: Inclusive work culture (and benefits) 
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“The opportunity to move to a country with such rich oceans with the security of having 
financial stability with a dazzling, challenging and unique job. For having mentioned in the 
public notice about candidates from other countries, about diversity and inclusion, I felt 
comfortable for being a Latin American woman for applying. Grateful for the opportunity to be 
included.” (Woman applicant in 2022) 

This experience directly shows that our social media efforts of showcasing staff at AIMS from 
different backgrounds, with different skills and experiences, has provided confidence in 
women from different backgrounds to apply for the role. This has attracted different 
demographics and created a diverse recruitment process. It is also complemented with 
providing a better candidate experience from the advertising process, stating clear benefits 
and flexibility when working at AIMS, as exhibited below. 

“Company culture, 9-day fortnight with additional super, on-site gym.” (Woman applicant 
2024) 

“AIMS's dedication to developing a diverse workforce, encouraging teamwork, and maintaining 
high standards of behavior greatly aligns with my personal values and career goals.” (Woman 
applicant 2024) 

Theme 2.1: Indigenous representation and inclusion 

“AIMS's commitment to advancing marine research while fostering Indigenous participation 
and knowledge exchange is particularly inspiring. The Institute's proactive approach to 
integrating traditional ecological knowledge with cutting-edge scientific methodologies reflects 
a forward-thinking perspective that resonates deeply with me. I am eager to contribute to 
initiatives that not only enhance our understanding of marine ecosystems but also prioritize 
the conservation and sustainable management of our oceans, aligning perfectly with my career 
goals.” (Woman applicant in 2024) 

“I find very interesting the work ethic of involving aboriginal people and their knowledge and 
heritage in science for reaching a better future.” (Woman applicant 2024) 

The above experiences show how our commitment and Indigenous Partnership Program has 
attracted Indigenous women, who feel confident in applying and contributing with 
Indigenous knowledge of the oceans, helping to address our barrier and increasing the 
number of Indigenous women in STEMM roles. 

Other themes not directly related to the purposes of this Cygnet include, but are not limited 
to, skills alignment and experience, passion for the Ocean and marine environment, career 
progression, AIMS mission and values. 

In addition, emails received regarding our recruitment process outline the positive 
experience received by women applicants and appointees: 

“I was on an interview panel today where one of the candidates stated that they were really 
impressed with how organised and efficient AIMS’ recruitment process has been for them to 
this stage. They said ‘The communication has been great, and the recruitment process has been 
so organised. This is so different from other organisations and is a breath of fresh air. It has left 
me with a great first impression of AIMS’”. (Email from Panel member at AIMS, 2025) 
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This email reflects the changes made to the recruitment process and systems, as it has 
improved the candidate experience and created a positive environment to start working at 
AIMS and continue creating an inclusive culture. 

5.2 RP Survey Analysis 

The RP survey sent out to new starters, as mentioned above, has provided valuable 
qualitative impact data. Three open-ended questions were analysed and categorised to 
identify four key themes. Table 4 provides an overview of the questions and respondent 
demographics. 

Question Total 
Responses 
(n) 

Female or 
Woman 

Male or 
Man 

Prefer 
not to 
say / 
Other 

What specific aspects of the 
recruitment process made you feel 
included? 

18 7 11 0 

What impact (if any) did AIMS’ 
attempt at inclusive language and 
messaging in job advertisements 
have on your decision to apply? 

18 7 11 0 

What benefits or support mechanisms 
have positively impacted your 
experience during recruitment or 
onboarding? 

27 11 16 0 

Total responses across questions 63 25 (40%) 38(60%) 0 

Table 4: survey questions and respondent demographics 

Across the three open-ended questions, respondents consistently highlighted the 
importance of inclusive and respectful recruitment interactions; transparent and 
communicative processes; visible diversity and inclusive representation, and accessible and 
flexible working conditions 

Question: What specific aspects of the recruitment process made you feel included? 

Note: quotes will be provided below as some comments are across various categories. 

Theme 1: Panels members & interviewing process (8 mentions) 

Staff provided positive feedback on the interviewing process, mentioning specific aspect 
such an inclusive and welcoming panel, as well as a diversity in panel members. This reflects 
the work the recruitment team has been doing with requesting at least 1 woman in 
recruitment panels as well as unconscious bias training to better prepare those who will be 
participating in recruitment activity such as interviews. 

Theme 2: Communication and transparency (6 mentions) 
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Communication and transparency have been widely mentioned across open-answer 
questions. Although not directly related to our actions, it shows the recruitment team’s 
commitment and efforts to ensure applicants keep updated with outcomes and 
requirements, as well as answering any questions applicants may have. In addition, 
transparency in role descriptions, advertising format and salary information, ha positively 
impacted applicants in their trust not only with applying for a job at AIMS, but also trust 
during the recruitment process. This could show that our new Candidate Information Pack 
format has impacted positively in applicants trust and motivation to apply. 

Theme 3: Visibility of women and different backgrounds & Welcoming staff (6 mentions)  

Responses indicated importance of visibility of women and people from different 
background and how that impacted in feeling welcomed to the office. AIMS multiculturalism 
and visibility of that have created a safe environment for applicants to request support 
without feeling negatively impacted by that during recruitment. This could be a reflection of 
our actions by promoting different stories of staff in social media and showcasing AIMS 
commitment to inclusion and that everyone matters. 

Theme 4: Advertising process (3 mentions) 

Including information in job advertisements about AIMS equity and diversity policies and 
commitment made applicants feel included and that it was open to anyone with the required 
specified skills. The job description was valued as something that provided clear 
requirements and gave the impression of an inclusive process. This directly relates to our 
advertising changes actions, which were positively received. 

Supporting quotes: 

“The job description included info about AIMS equity and diversity policies. Despite the need to 
maintain neutrality for the interviews, the panel members were welcoming and happy to 
answer questions. When starting in the office, everyone was welcoming, and it is good to visibly 
see the amount of women and people of different backgrounds in the organisation.” (Female or 
Woman respondent) 

“I mentioned in my interview that I am a Muslim and will need longer brake on Friday, I got a 
very positive feedback. Also on the first day I was told I could use the room for prayers. And just 
by being at AIMs you can see how multicultural it is. So hats off to that.”  (Male or Man 
respondent) 

“Having a woman in the panel” (Female or Woman respondent) 

“a diverse and welcoming panel” (Male or Man respondent) 

“Good communication and approach, made sure I was very aware of the process and timeline” 
(Male or Man respondent) 

“Transparent role descriptions, salary info, etc.” (Male or Man respondent) 

Question: What impact (if any) did AIMS’ attempt at inclusive language and messaging 
in our job advertisements (e.g., inclusion statements, tone, imagery) have on your 
decision to apply?  
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Theme 1: No impact (9 mentions) 

Most responses for this question stated that inclusive language and messaging in job 
advertisements had no to little impact in decision to apply. Most respondents that answered 
this were men, who not necessarily are specifically paying attention at this based on the 
feedback provided (quote below), making it a trend that inclusion in job advertisements 
impacted more women than men as a factor to apply. 

“I personally did not notice any that I can remember. But I’m a cis white man so I might not 
have been looking for it as much.” (Male or Man respondent) 

Theme 2: Communication (inclusive tone, statement reflect inclusive workplace) (4 mentions) 

Responses indicated that communication during advertising reflected integrity and that the 
tone of the advertisements felt inclusive, which reflected efforts for an inclusive work 
environment. In addition, statements about Indigenous Partnerships as mentioned as a 
positive impact. This shows that applicants are considering and noticing the changes in 
advertising and efforts to promote an inclusive workplace. 

“Messaging around prioritising Indigenous Engagement and institution goals in that area” 
(Female or Woman respondent) 

Theme 3: Strong impact (3 mentions) 

A few responses stated that it had a strong impact, without specifying much how. One 
response, however, indicated that it had a strong impact as working in an inclusive 
environment was a priority for the respondent: 

“It had some impact. Working in an inclusive environment is important to me so I probably 
would have had an unconscious bias away from AIMS if there wasn't some indication of 
inclusion being a priority.” (Male or Man respondent) 

Theme 4: Organisation reputation (2 mentions) 

Lastly, responses regarding organisation reputation reflects how are actions have positively 
impacted AIMS reputation as an inclusive employer, being an important factor for applicants 
at the time of applying. 

“It was important. When reviewing a job advert, I look at the organisation and their reputation 
first, to determine if I would be comfortable and interested in working there.” (Female or 
Woman respondent) 

Question: what benefits or support mechanisms have positively impacted your 
experience during recruitment or onboarding?  

Theme 1: Communication (6 mentions) 

As mentioned in questions above, the communication process during recruitment seems to 
have a positive impact on applicants and staff. While not directed to specific actions, this 
reflects the recruitment team’s commitment to ensure transparency and fairness during the 
whole process, as well as providing guidance to panel members on how to do this process, 
with the purpose of promoting equity and equal treatment to all.  
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“Constant updates from hiring manager throughout the process.” (Female or Woman 
respondent) 

“…a detailed to-do list in an onboarding email” (Female or Woman respondent) 

Theme 2: Team and supervisor support (6 mentions) 

While not directly related to our actions, respondents indicated feeling supported by their 
team and supervisors. Our actions indirectly contribute to creating this welcoming and 
inclusive space as well as providing the necessary information to supervisors when they are 
onboarding staff. 

“Line manager and team support was amazing, and everyone in the office I was introduced to 
was welcoming.” (Female or Woman respondent) 

Theme 3: Accessibility to documents and trainings (5 mentions) 

It was also mentioned the importance of accessibility to documents as well as trainings 
(inductions), that allowed applicants to have a clear understanding of the role and what the 
process would look like, which was possible due to the advertising changes for a more 
detailed and well explained position description and Candidate Pack. 

“Having access to detailed documentation and online training modules early on allowed me to 
ramp up at my own pace.” (Female or Woman respondent) 

“Having access to full position description and step by step guide to applying.” (Female or 
Woman respondent) 

Theme 4: Flexible Work Arrangements (3 mentions) 

Lastly, the inclusion of flexible work arrangement available at AIMS in our job advertisements 
has positively impacted staff and applicants on the promotion of work life balance, as stated 
in the quote below. 

“Strong emphasis on work-life balance. Flexibility in WFH and leave taking.” (Male or Man 
respondent) 

Note: although not related to our actions, 5 respondents mentioned that relocation 
assistance was appreciated. No detailed comments or feedback on how this assistance had a 
positive impact was provided, so quotes will not be provided as are not very informative. 
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6. FURTHER ACTION 
 

Refere
nce 

Rationale/ 
Evidence 

Actions & 
Outputs 

Timeframe  
(start & 
end) 

Person/Group 
responsible 
for 
implementing 
action 

Senior Leader 
accountable 
for action 
delivery 

Desired 
Outcomes/ 
Targets/ 
Success 
Indicators 
 

1 
 
 

Women 
applicants for 
STEMM roles 
in 2024 
significantly 
decreased  
 

Continue to 
monitor 
applicants’ 
data through 
the new 
system and 
investigate if 
women 
applicants 
continue to 
decrease.  

Start 
investigati
ng in 2027 
if trend 
continues 
and taking 
actions if 
needed 

Recruitment 
team in 
consultation 
with EDGE 
group 

CFO Percentage 
of women 
applicants for 
STEMM 
positions to 
reach 47% by 
2028-2029 

2 No strategy to 
measure 
impact of our 
actions 

Recruitment 
team to 
consult with 
EDGE and 
explore ideas 
on how to 
collect data to 
measure 
impact. 

Start 
exploring 
ideas by 
the end of 
2026 and 
start 
implement
ing in 
2027 

Recruitment 
team in 
consultation 
with EDGE 
group 

CFO Response 
rate of at 
least 50% 

3 Recruitment 
strategy for 
AIMS ‘Careers 
at AIMS’ 
website has 
not been 
completed yet. 

Recruitment 
team intends 
to create 
videos on the 
experience of 
working at 
AIMS, linked to 
positions, to 
further 
complement 

Upload 
videos in 
external 
website by 
2027 

Recruitment 
team in 
consultation 
with 
Communicati
on team 

CFO Number of 
views. 
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our actions to 
making 
different 
experiences 
visible. 

4 No strategy to 
attract 
applicants with 
other 
underrepresen
ted 
demographics 
such as 
disabilities and 
neurodiversity. 
 

Investigate 
other inclusive 
recruitment 
practices and 
how to apply 
them to AIMS. 
Create a 
strategy with 
actions to 
follow to 
create a more 
diverse and 
inclusive work 
environment, 
specifically to 
Persons with 
Disabilities and 
Neurodiversity. 
 

Start 
investigati
on/researc
h by the 
end of 
2025 and 
have an 
action 
plan by 
2026 
 

Recruitment 
team with 
EDGE group 
support and 
consultation 
 

CFO At least 
between 5-
10% of 
applicants to 
identify as 
living with a 
disability 
(current 
percentage 
as of 2024 is 
2%), after 1-2 
years of 
implementin
g our actions. 
 

5 Proportion of 
non-STEMM 
men applicants 
significantly 
decreased in 
2024 

Explore if 
unconscious 
bias or other 
(external) 
reasons are 
also affecting 
non-STEMM 
applications 
(women 
applicants 
significantly 
higher than 
men 
applicants) 

Start 
analysis in 
2026 
gender 
pay gap 
analysis 

People and 
culture team 

CFO Increase of 
men 
applications 
at least 7 
percentage 
point based 
on 2024 
baseline data 

 

 


