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1 Summary 

This research examines the career progression of graduates in oenology from the University 

of Adelaide between 1995 and 2015. The research comprises three main stages: 

1. an extensive literature review; 

2. a quantitative survey of graduates; 

3. a qualitative interview phase involving ten of the survey respondents chosen to 

represent genders and ages from the target population of 919 graduates. 

The research asks three questions: 

1. What is the extent of the fallout post-graduation for winemakers? 

2. Does one or other gender have greater success securing winemaking roles? 

3. What are the reasons behind any change in career or career angle? 

Overall, 17% of the graduates who responded to the survey are not winemaking. It can be 

seen that 36% of female graduates and 64% of male graduates are currently not 

winemaking. This is in line with graduate gender ratios. 

Men take less time to gain their first winemaking role post-graduation. When asked about 

barriers to their career progression, 77% of women listed gender, compared to 7% of men. 

Findings suggest that the gender gap diminishes with increasing age. 

Gender, age, experience, location and the demanding reality of a winemaking role were all 

contributing factors towards a change in career. Family is particularly prevalent, with both 

genders finding that the associated responsibilities influence career choices. 
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Results suggest that a gender gap exists in the career progression of graduates of oenology 

from the University of Adelaide, though it is important to point out that this is cautious 

observation due to mitigating factors (age, experience and location) that also influence 

career progression. 
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2 Introduction 

Particularly relevant today and increasingly a focus point for governments around the world, 

the gender gap is under constant investigation. The wine industry has been the subject of 

negative press when it comes to gender equality in the workforce (Lawrence 2017). This 

study looks at winemaking – traditionally seen as a male-dominated role in the industry, 

associated with physical effort and long hours at harvest. A number of women have excelled 

in this field. Their visibility at the top of their game has led to articles suggesting that women 

have broken through the glass ceiling, that the dominance of men in winemaking is at an 

end. By tracking the career progression of male and female graduates of oenology from the 

University of Adelaide, this paper examines whether there is a gender gap and why 

graduates drop out of winemaking. 

2.1 Why Australia? 

The innovation, modern facilities and young generation of ambitious well-educated 

winemakers in Australia provide a strong dataset for research. The degree courses in 

oenology offered by the country’s main universities are highly respected around the world. 

Recent journal articles, specifically those by Galbreath (2014) and Bryant and Garnham 

(2014) show that the gender scales in the winery remain at odds with this forward-thinking 

image projected by the country’s wine producers. In oenology courses across Australia, the 

number of female graduates is on a constant rise (Ting 2013). In winemaking, the opposite 

is true (Galbreath 2014). Data on the gender gap is recent and readily available. The 

Australian government runs an annual report looking at the gender pay and role ratio in 

every company with a staff count of over 500. Investigating this large bank of English-

speaking winemaking graduates from one of the most prestigious providers of oenology 

courses ensures a current and relevant dataset for research. 
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2.2 Research focus 

The study of both genders allows this study to compare and contrast between graduates, 

looking at trends and traits that occur. This investigation into the careers of male and female 

graduates gives greater insight and understanding to the following research questions. It is 

hoped that this research will offer greater understanding of how barriers to progression could 

be removed for graduates in the future. 

• What is the extent of the fallout post-graduation for winemakers? 

• Does one or other gender have greater success securing winemaking roles? 

• What are the reasons behind any change in career or career angle? 
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3 Literature review 

3.1 The gender gap 

The gender gap can be defined as the gap between men and women across health, 

education, politics and economics. The elements applied to gender gap-studies include pay, 

job status, education and opportunities. This paper looks at evidence of the gender gap in 

the workplace. The gender gap is a global issue and the subject of much research, analysis 

and debate. Graduate and employment records have been laid bare to find solutions to any 

imbalances that occur. Recent analysis of median hourly earnings of both full- and part-time 

workers in the United States by Pew Research Center (2014) shows that progress made 

narrowing the gender pay gap since the 1980s has recently seen some stagnation. 

Referencing comparative jobs across genders, this research points out that it would take an 

average woman an extra 47 days of work to earn what an average man did in 2017. 

3.2 Graduates 

Around the world, degrees in law, medicine and oenology are showing an increase in female 

graduates – edging closer to gender parity. Demanding roles with long hours, such as 

medicine and law are comparative to winemaking, with all traditionally seen as male-

dominated fields. In the United States, the American Bar Association released figures in 

December 2016 showing that for the first time women are in the majority as law students. 

Research by the US Department of Education into the medical and legal professions has 

shown that despite these encouraging statistics of female graduates in both areas, there is 

still a considerable dropout as they get older. Half of the youngest doctors and lawyers are 

women, yet from the oldest practising this number is only one in eight (American Community 

Survey 2011). 
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A report from the Australian government’s education department in 2015 revealed that their 

female graduates are also at record levels, outnumbering male colleagues by 45,000 upon 

graduation from third-level education that year. This reported reverse of trends has 

prompted Professor Richard James, Director of the University of Melbourne’s Centre for the 

Study of Higher Education to voice, ‘We are seeing an overall gender imbalance [but] … we 

are still reluctant in higher education to think of men as an under-represented group or a 

disadvantaged group’ (Martin 2015). It is clear that females are no longer in the minority as 

graduates in Australia. 

The 2017 report from the Bankwest Curtin Economic Centre (BCEC) and the Workplace 

Gender Equality Agency (WGEA) looks at the graduate gender pay gap upon graduation. 

Starting salaries of recent Australian graduates confirm that a graduate gender pay gap 

exists in favour of males. The report highlights a study by Graduate Careers Australia (2014) 

showing that upon graduation there is an average gender pay gap of 9.4% in favour of men. 

The gap has been shown to widen in cases where the graduate starting salary is higher. 

Within the wine industry, it has been shown that the proportion of women enrolling in 

oenology courses is on the rise (Ting 2013). Factoring only 13% in the 1980s, female 

graduates of oenology at the University of Adelaide in 2015 were at an all-time high of 55%, 

but this fluctuates with a five-year average to 2015 of 35%. 

3.3 Gender in the workplace 

Past research has reported on the different strengths of men and women in the workplace. 

Where men are seen to be better at putting themselves forward for promotion, team-building 

and leadership (Babcock et al. 2003), women are found to have great aptitude in areas such 

as new idea generation and innovation (Miller and del Carmen Triana 2009, cited in 

Galbreath 2014). When it comes to the natural environment, it has been shown that women 
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show a ‘higher sensitivity and concern’, something that can reflect positively on the 

sustainability goals of a company (Galbreath 2016). In efficiency, ‘women are thought to 

bring specialist skills and expertise that increase the effectiveness and efficiency of firms’ 

(Torchia et al. 2011, cited in Galbreath 2016). In winemaking, it has been suggested that 

women have greater sensory capabilities (Galbreath 2014), which some research suggests 

affords them the ability to produce higher quality wine than men (Gilbert and Gilbert 2012).  

The BCEC and WGEA report found that organisations that ‘improved the gender balance of 

their executive leadership teams’ (2017: 6) saw the biggest decline in their gender pay gaps. 

Over twenty years, the full-time gender pay gap has only decreased by 1% from 17% to 

16% (Australian Bureau of Statistics, 1996 and 2017). Graduate trends recorded showed 

13% of female graduates were not working at all nine years after MBA completion, compared 

to 1% of men (Bertrand et al. 2010). Women’s overall failure to keep up with men is found 

to be in part due to confidence, with their own perception of their chances of success 

significantly less than that of men (Brescoll et al. 2010). 

3.4 Gender in winemaking 

Winemaking has traditionally been seen as a male-dominated field. This ‘presents additional 

challenges to women’ who wish to ‘achieve this goal’ (Catalyst 2012). It has been shown 

that ‘women in male-dominated fields often need to be more talented and hard-working than 

their male peers in order to be recognised as successful’ (Ibarra et al. 2013, cited in 

Galbreath 2016). The high status sought by women to rise above male colleagues is referred 

to as ‘exceptional status’ (Unger 2006, cited in Brescoll et al. 2010). An ‘important factor in 

changing views of women’s abilities in fields historically unavailable to them is for women to 

be awarded “exceptional” status’ (Unger 2006, cited in Brescoll et al. 2010: 6). This 
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exceptional status is the reason why the ‘most highly acclaimed California wineries with 

women winemakers are in Napa and Sonoma’ (Brescoll et al. 2010: 6). 

In the wine industry, size, quality ranking and international status are important in dictating 

the positioning of women within wineries (Unger 2006, cited in Brescoll et al. 2010). In larger 

companies, the winemaking role is ‘perhaps the most prestigious and publicly known face’ 

of that wine firm (Galbreath 2014: 19). The importance of transparency in business structure 

in larger firms means upholding gender equality and recognising the ‘high levels of skill and 

competence’ demonstrated by women, thus giving them a greater opportunity to achieve 

the winemaking role (Galbreath 2014: 19). However, ‘given that women make up only nine 

percent of winemakers in the sample, the barriers to entry appear to remain high regardless 

of firm size’ (Galbreath 2014: 19–20). This goes against the widely held ‘assumption that 

women are increasingly moving into the lead winemaking positions of wineries in California 

and that gender equity is close to being achieved’ (Heimoff 2007, cited in Gilbert and Gilbert 

2015). 

Reasons behind this assumption are down to the fact that the ‘the visibility and cult status 

of a few highly known lead women winemakers in California (e.g., Heidi Peterson Barrett 

and Helen Turley) have resulted in the perception that there are far more women 

winemakers in California than there actually are’ (Gilbert and Gilbert 2015: 5). The same 

research found that 9.8% of Californian wineries had a woman as the main winemaker, a 

figure that ‘differs significantly from the lower end of the widely held 15–20% estimate’ 

(Gilbert and Gilbert 2015: 4). The research went further to find a direct correlation between 

higher quality wine and the presence of a woman winemaker. ‘23% of the California wineries 

with women winemakers were listed in Opus Vino when compared with only 14% of wineries 

with male winemakers’ (Gilbert and Gilbert 2015: 9). 
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The ‘cluster’ theory (Galbreath et al. 2014) could play some part in lending greater visibility 

to women winemakers in certain areas, for example Napa or Sonoma. Stating that ‘wine 

production is mainly concentrated in regional clusters’, on the greater percentage of women 

seen in some clusters: ‘it might be possible that some wine clusters have cultures that are 

more open to gender diversity’ (Galbreath 2014: 21). 

Proportions of female winemakers are increasing in California. In 1999, 10.5% of 

winemakers were women. In 2014, this was 14.7%. The most significant increases were 

seen in Sonoma, with inland and southern California remaining the same (Gilbert and Gilbert 

2015). This supports the pursuit of ‘exceptional status’ (Unger 2006, cited in Brescoll et al. 

2010: 6). Opposite trends are registering in Australia (Galbreath 2014). After investigating 

developments between 2007 and 2013, results showed that the numer of women in 

winemaking roles have declined since 2007 by 1.04%. This is most evident in Western 

Australia with a 6.15% drop. Regionally, New South Wales demonstrated the highest growth 

at 2.89%. This goes against the hypothesis that women ‘seek to gain entry into a wine-

producing state that could afford them the greatest potential opportunity to achieve their 

goals or gain recognition’ (Galbreath 2015: 10). The drop in women in Western Australia, 

despite its premium, world-renowned image, suggests other barriers are affecting the 

gender balance. 

3.5 Family and work 

‘A large part of the difference between male and female earnings comes from job 

interruptions, and most job interruptions are due to children’ (Bertrand et al. 2010: 246). The 

basic genetic fact that seems to make gender equality in the workplace difficult to achieve 

is that ‘pregnancy, birth, babies and breast milk set mothers apart from male “norms” and 

expectations’ (Gatrell 2007, cited in Bryant and Garnham 2014: 421). On an emotive level, 
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it has been suggested that ‘this is because women appear to prioritize family over work’ 

seeking ‘more balanced lifestyles in preference to career progression as a sole priority’ 

(Sanders et al. 2011, cited in Galbreath 2014: 9). 

‘Child penalties’ are blamed for most of the remaining gender inequality in earnings. Using 

Danish administrative data from 1980 to 2013, it was shown that most of the gender 

inequality in earnings is due to children. Arrival of children leads to a gender pay gap of 

20%. The onset of children initiates change in a mother’s career, the study shows. Rank in 

the workplace decreases, and there is a tendency for mothers to switch to more ‘family 

friendly’ firms (Kleven et al. 2018). 

Looking at the career progression of MBA graduates (Bertrand et al. 2010), it is found that 

immediately following graduation 89% of women are working full-time. Six years later, this 

figure is 78%, at nine years 69% and by ten years from graduation this is down to 62%. For 

women with at least one child, only 52% continue to work full-time. Limiting comparisons to 

women without children, with no career interruptions, by ten years out findings show that 

career paths of both genders are similar. 

Women are over-represented in the part-time workforce: 75% of part-timers are women 

(BCEC and WGEA 2017). It has been found that ‘any career interruption’ of six months or 

more ‘is costly in terms of future earnings’ (Bertrand et al. 2010: 230). Legislation in parental 

leave as well as long-standing social perceptions can be considered contributing factors to 

the continued gender imbalance of family leave: ‘the proportion of couple families where 

men leave the labour market to care for children and depend on female earners remains 

minuscule’ (Pocock 2005, cited in Bryant and Garnham 2014). ‘Leaving a full-time position 

and returning to a part-time position also has consequences for career opportunities’ (Gatrell 

2007, cited in Bryant and Garnham 2014: 421). 
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Starting a family has been shown to affect women more than men with ‘pressure to either 

leave their jobs after having children, or to refrain from having more children’ (Ting 2013). 

There are more flexible roles within the wine industry that make it viable for women to remain 

in full-time work – this is seen in the retention of equal numbers of women in many roles 

within the industry. Winemaking is not one of these roles (Bertrand et al. 2010). It has been 

suggested that what is needed ‘is the development of innovative organisational policies and 

practices based on a broader problematization that is focused on working women’s bodies’ 

(Bryant and Garnham 2014: 14). 

3.6 Overcoming gender perception 

Is gender bias still underlying in many more traditional workplace roles? Studies from seven 

to ten years ago show that gender stereotypes and overcoming these with desirable work 

roles was still hindering progress (Bobbitt-Zeher 2011, cited in Gilbert and Gilbert 2015). 

Women’s ‘career trajectories in male-dominated fields’ are still being affected by stereotypic 

views of their abilities and roles (Eagly and Sczensy 2009, cited in Brescoll et al. 2010). The 

social-identity theory is still relevant: perceptions that women are succeeding in a male-

dominated field can ‘serve as a barrier to their increased participation’ (Schmitt et al., cited 

in Galbreath 2014). More recently, through a number of industry-wide and government-

funded women-in-wine programmes, the wine industry in Australia has highlighted that 

women ‘still face cultural and structural issues relating to gender’ (Bryant and Garnham 

2014: 412). It is shown that work–life balance is not effecting adequate change. There is a 

need to ‘enhance the broader social responsibility of working life’ (Lewis et al. 2007, cited in 

Bryant and Garnham 2014) through policies and practices that challenge current ways of 

working (Bryant and Garnham 2014). 
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Genetically present ‘nature–nurture’ traits in both sexes have been seen as a natural 

hindrance in the progress of gender equality in the workplace: ‘empathy and caretaker traits 

of women – as opposed to traits of men such as task-orientation, delegation’ (Heilman et al. 

2004, cited in Galbreath 2014: 9) are portrayed as an unavoidable force driving gender 

diversity in roles. Research has shown that the ‘stereotype threat can aggravate and distract 

women’, ultimately leading them to leave that field. This is particularly relevant in Australia, 

where the representation of women in winemaking roles has been declining since 2007 

(Galbreath 2014). There is a theory that ‘making small mistakes on the job is particularly 

damaging to individuals in gender-incongruent occupations’ (Brescoll et al. 2010: 1640). For 

women, this theory adds weight to the ‘glass cliff’ scenario: that the job status of women in 

top roles is more fragile than that of men (Ryan and Haslam 2005, cited in Brescoll et al. 

2010). 

The data from the American Association of Wine Economists (AAWE) (Galbreath 2014) 

challenges the widely held assumption that women have broken through the glass ceiling. 

The recorded decline in numbers of women in winemaking roles, compared to the increasing 

parity in genders upon graduation shows that gender gaps are ‘unlikely to be explained by 

lack of formal education on the part of women in the field’ (Galbreath 2014: 18). By 

investigating the career paths of all oenology graduates over a ten-year period, this paper 

aims to see whether (as Galbreath suggests) a gender gap exists and to examine the 

reasons why graduates may not remain in winemaking roles. 
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4 Methodology 

Findings from previous literature were referenced against data collected from both 

quantitative and qualitative methods to gain insight into the career progression of graduates 

of oenology at the University of Adelaide. The quantitative phase uses a sample set of the 

919 students of oenology who graduated between the years 1995 and 2015. Open-ended 

questions give greater depth to some answers, but insight and understanding are furthered 

by a qualitative interview stage comprising an exploratory sample of ten graduates offering 

a broad representation of the gender and age ranges included in this study. It is important 

to note that the interview stage represents the personal views of the graduates rather than 

factual reasons for any barriers to their career progression. 

4.1 The literature review 

A comprehensive review was undertaken of journals, literature and articles relating to 

gender and the effect it has on graduate progression. All industries are researched, including 

reports on graduates of medicine and law as well as those within the wine industry. Findings 

from this review are collated, analysed and used as a guide for structuring the survey 

questions. Unanswered questions in past literature help the author plan an effective 

structure in an attempt to offer insight and understanding into any gender gap amongst 

graduates. 

4.2 Quantitative research 

An online survey of graduates was put together with questions formed around the three main 

research questions. Findings from the literature review assisted in the compilation of 

questions. SurveyMonkey, an effective online survey facility, was used to build, distribute 

and analyse the research. Question-skip logic and drop-down answer menus facilitated an 

average completion rate of 7.5 minutes. 
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A test survey was sent out to ten colleagues and the three assisting members of the 

University of Adelaide’s oenology department before the main release to graduates. 

Working with members of the oenology department at the University of Adelaide, the 

department distributed the survey to the graduate alumni from between 1995 and 2015. This 

population comprises 919 graduates with a gender split of 32% women and 68% men. The 

survey was distributed in early April 2018 to a sample population of 350 recruited via the 

faculty’s alumni groups on LinkedIn and Facebook. At the end of that month, a small link to 

the survey was featured in the university’s alumni newsletter targeting a sample within the 

population of 682. These collection methods yielded a total of 105 responses with a 50% 

completion rate. The survey title ‘Tracking the Career Progression of Oenology and 

Viticulture Graduates’ gave no indication that it was a study involving gender. 

Survey results have been analysed, compared and fragmented to show trends or 

differences between genders, ages, family situation and graduation years. Any opportunities 

for further insight into these findings contributed to questions for the qualitative interview 

stage. 

4.3 Qualitative research 

Of the 52 completed survey responses, 34 responded positively to a request to expand on 

their answers in an interview phase of the project. The male–female ratio corresponded 

directly to that of the completed survey answers at 62% men and 38% women. This in turn 

determined the weighting of interviewees selected. Ten graduates were interviewed: six 

men and four women. They were selected based on gender and age to provide a fair 

exposure of insight across both. Interviews were carried out using the online meeting-

solution technology offered by Zoom, which offers a recording function that was vital for this 

project. A template of questions was used for this phase (see Appendix 2). 
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Interviews were transcribed, and, to enable effective analysis, answers were split into 

categories in Excel. These categories were: age, experience, location, family and gender. It 

is important to note that findings from these interviews are personal views. Answers cannot 

be substantiated as fact, stemming as they do from personal experience. 

4.4 Analysis of findings 

Survey answers were catalogued in Excel with actual numbers partnered with percentage 

ratios. Figures and tables were drawn up to illustrate results. Transcribed interviews have 

been catalogued in Excel, using different sheets for each topic covered in the literature 

review. Ordered findings allowing effective analysis against survey results helped to uncover 

any trends and findings common to both. Once referenced, the combination of qualitative 

and quantitative analysis were combined with relevant sections of the literature review to 

complete the project’s findings on this topic. 
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5 Quantitative analysis 

The survey (see Appendix 1) was open from 10 March 2018 to 10 May 2018 to enable a 

maximum response rate from graduates. From a population of 919 graduates between 1995 

and 2015, there were 105 responses of which 52 were completed. Due to the high 

percentage of incomplete surveys, the actual graduate count will be included in results. 

It is recognised that the low survey response rates of 52 useable results from a population 

of 919 prevents responses being completely representative of the overall graduate 

population. The response set is too small to give statistically significant results, but valid 

observations can be made from the data. 

In the 52 completed surveys, the percentage of male and female respondents reflect the 

ratios seen in the total sample. Male respondents make up 61.5%, females register 38.5%. 

University numbers average out at 68% male and 32% female between 1995 and 2015. 

Questions on gender and age were at the end of the survey. Incomplete surveys fail to show 

this data. Hence, findings that involve gender and age are from the 52 completed responses.  
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The spread of these graduates is arranged under age categories in Table 1. When not 

influenced by gender or age, all answers for that specific question will be considered. 

Table 1 Completed survey respondent ratios by age and gender (52 responses). 

Age 25–34 35–44 45–54 55–64 65+ 

All responses (%) 42% 29% 25% 2% 2% 

Actual count (N) 22 15 13 1 1 

Men (%) 44% 19% 34% – 3% 

Male count (N) 14 6 11 – 1 

Women (%) 40% 45% 10% 5% – 

Female count (N) 8 9 2 1 – 

 

Of the graduates who completed the survey, 83% (43) graduated after 2000, and 40% (21) 

of them were the most recent graduates from 2011 to 2015. Just 17% (9) responses were 

from 1995 to 2000. This weights results in favour of more recent graduates and the younger 

generation making historical comparisons of outcomes less relevant. 

5.1 Research question 1: What is the extent of the fallout post-graduation for 

winemakers? 

Findings from Survey Question 2 show that 83% (87) of graduates entered their chosen 

course with the intention of becoming a winemaker. Only 8.5% (9) had no intention of 

following a career in winemaking, with 8.5% (9) selecting ‘other’ with responses including 

ambitions to become viticulturists, a distiller and opening up opportunities for a career 

change. 
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Survey Question 9 asked graduates who have held a winemaking role about their current 

winemaking status; 17% (15) are not winemaking in any capacity. This population 

represents those graduates who have chosen to leave winemaking or who have failed to 

sustain a winemaking role. 

Figure 1 (52 completed answers) shows the proportions of male and female graduates 

based on their selected job status. The trend line is the participation rate of female graduates 

in the survey. This is in line with graduate gender ratios overall. On inspection, at 75% part-

time winemaking seems to be dominated by men, which seems to go against the BCEC and 

WGEA report (2017) on the over-representation of women in the part-time workforce. 

However, two-thirds of these men are winemaking in addition to a full-time job in another 

area. There is greater gender parity for those in a full-time winemaking role with women 

marginally above their participation rate. The senior winemaking roles over all ages show a 

dominance of men. It should however be highlighted that the percentage of women aged 

between 35 and 44 in senior winemaking positions sits at 43%. This dips to 16% in the 45 

to 54 age range which could imply fallout for family-related reasons. 

Figure 1 Current role of graduates with a trendline showing average female survey 

participation.

 

0%
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Table 2 gives the number of men and women in each category. Of those not winemaking, 

46% (10) are women. This figure is above their 38.5% participation in the survey, suggesting 

that overall there are more female graduates not winemaking than male graduates. 

Table 2 Current role of graduates by age (52 completed answers). 

 
Not winemaking 

in any capacity 

Working for at 

least one winery, 

but not as a 

winemaker 

Winemaking on 

a part-time basis 

Winemaking on 

a full-time basis, 

but not 

responsible for 

final decision-

making 

Senior 

winemaking role 

on a full-time 

basis 

Age 

range 

M F M F M F M F M F 

25–34 4 4 1 1 1 – 4 2 4 1 

35–44 2 3 – 1 – 1 – 1 4 3 

45–54 2 – 2 – 2 – – – 5 2 

55–64 – 1 – – – – – – – – 

65+ 1 – – – – – – – – – 

TOTAL 9 8 3 2 3 1 4 3 13 6 

Gender 

ratio 

3% 47% 60% 40% 75% 25% 57% 43% 68% 32% 

 

Results from Survey Question 2 show that out of 105 responses, 18 did not plan on pursuing 

a winemaking role. The number of winemakers currently not in a winemaking role is 15, 

directly correlating to any fallout post-graduation. 
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When looking at where the graduates are based, it is worth noting that the male respondents 

are spread evenly across a range of locations, whereas the female respondents are 

concentrated in the more premium areas correlating directly to cluster theory (Galbreath et 

al. 2014) (see Figs. 2 and 3). 

Figure 2 Female graduate locations. 

 

Figure 3 Male graduate locations. 
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5.2 Research question 2: Does one or other gender have greater success 

securing winemaking roles? 

Comparing genders, the results of the survey show that it has taken female graduates longer 

overall to gain their first winemaking position. This is magnified in the younger age ranges 

(see Figs. 4 and 5). 

Figure 4 Time to first role: women. 

 

Figure 5 Time to first role: men. 
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In order to understand any outside influence affecting the search for winemaking roles, it is 

important to look at Survey Question 4, which asks if candidates found their qualifications 

marginalised by other factors (multiple answers enabled here). For female graduates: 

• 65% (13) women cited gender as the greatest external factor; 

• 55% (11) listed winemaking experience; 

• 35% (7) listed age (youth). 

For male graduates: 

• 3% (1) man cited gender as an external factor; 

• 61% (19) listed winemaking experience; 

• 29% (9) listed age (youth); 

• 36% (11) said cellar experience had marginalised their qualifications. 

Of these outside influences, age and experience are cited in almost equal measures 

between the sexes. The influence of gender, however, shows a marked difference with 65% 

of women and just 3% of men citing this as an issue, supporting the hypothesis that for 

women ‘barriers to entry [to winemaking jobs] appear to remain high’ (Galbreath 2014: 20). 

Figure 6 Factors that have marginalised qualifications in the search for a winemaking role 

(52 answers).       
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When asked how long it took to secure their first winemaking role post-graduation (93 

respondents): 

• 54% (50) respondents found work within six months; 

• 12% (11) took between seven and 12 months; 

• 18% (17) took between 13 and 24 months; 

• 12% (11) took over 25 months; 

• 4% (4) respondents were not yet employed (these are all female). 

Survey Question 20 asked whether graduates had encountered any barriers to career 

progression: 85% (17) of women and 75% (24) of men answered ‘yes’. Survey Question 21 

asked for reasons (multiple answers enabled): 

• Gender: 34% (14) selected this; of these respondents 93% (13) were women. 

• Experience in the wine industry: 42% (17) selected this of whom 71% (12) were 

men. 

• Race: 10% (4) of whom 75% (3) were women. 

• Working hours expected: 3% (1) of whom 100% was male. 

Figure 7 Barriers to career progression amongst genders. 
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The 10% of respondents who listed race as an issue in career progression expanded on 

this. The issues met related to nationality and visa restrictions rather than to perception and 

bias. ‘Other’ highlighted more specific barriers: Language issues, youthful inexperience and 

an oversupply of skilled labour were common threads. 

Survey Question 29 asked respondents if gender had left them at a disadvantage in the 

workplace: 35% (18) of all respondents answered ‘yes’. For men, the yes percentage is 

12.5% (4). For women it is 70% (14). (See Fig. 8.) 

Figure 8 Has gender left you at a disadvantage in the workplace? 

 

The constant occurrence of gender as an issue in career progression for women suggests 

it is perceived to be a defining barrier for many female graduates looking for winemaking 
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5.3 Research question 3: What are the reasons behind any change in career 

or career angle? 

Reasons behind any career change are found in questions relating to pressures and barriers 

at work. Survey Question 14 looked at hours worked; 69% (50) of respondents did not find 

the hours asked of them longer than expected in a winemaking role. Ten per cent (7) 

answered that they did, with 21% (15) answering ‘other’. When split into genders, it is shown 

that none of the women found hours an issue. 

Displayed in Figure 9 are the answers to Survey Question 17: the greatest pressures 

associated with the role. The biggest pressure, with 33 responses, was long hours. Financial 

pressures showed 28 responses. Personnel issues came next with 24. Vintage conditions 

had 20, and fermentation issues were listed by nine people. 

Figure 9 Greatest pressures associated with a winemaking role. 
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hours (72% [22]) above financial pressures (53% [16]), but, overall, both showed similar 

trends on this question. 

Survey Question 18 asked if they had previously volunteered to leave a winemaking role for 

any reason other than a career opportunity: 67% (10) female graduates answered ‘yes’, 

proportionately higher than men at 33% (5). Survey Question 19 asked about the reasons 

behind this move. This is charted below (see Fig. 10). 

Figure 10 Reasons for leaving a role. 
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Survey Question 22 separated graduates into those with and without children, allowing any 

differences in their career progression to be analysed: 24% (25) of the respondents had 

children. 

Split into genders (multiple answers enabled), 30% (6) of women had children and 60% (19) 

of men (see Fig. 11). 

Figure 11 Age ranges of children across genders. 
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Survey Question 24 showed that eight fathers and one mother associated family demands 

with negative effects in their career progression. This was despite findings in Survey 

Question 25 (listed in Table 3) that showed it was only mothers who had more responsibility 

for childcare. 

Table 3 Childcare responsibility, both genders (parents 22 responses). 

 Have more 

responsibility 

for childcare 

Have smaller share 

of childcare 

Depends on work 

pressures 

Co-parent 

equally 

Fathers 0 10 4 2 

Mothers 3 0 3 0 

Total of both = 22 3 10 7 2 

 

The demands of family that negatively affect career progression included: 

• a female graduate, married to a winemaker, who left her winemaking position for a 

marketing role as family life couldn’t sustain the hours demanded of both in 

winemaking careers; 

• one father no longer winemaking who said that family had adversely affected his 

career advancement; 

• two fathers who gave up winemaking to gain more stable wage structures and roles. 
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Others cite restrictions on travel and efforts to reduce hours as factors. A partner’s work 

commitments is represented in Figure 12. For winemaking mothers: 100% have partners 

who work full-time. For winemaking fathers: 

• 42% have partners working full-time; 

• 37% have partners working part-time; 

• 5% have partners who don’t work. 

Figure 12 Work commitments of partners to working parents. 
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Looking at the career progression of graduates with children (Fig. 13) versus that of 

graduates without children (Fig. 14), findings show that fathers in winemaking hold higher 

positions than mothers in winemaking.  

Figure 13 Career progression of graduates with children. 

 

Figure 14 Career progression of graduates with no children. 
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Meanwhile, amongst graduates with no children, 8% of men vs 27% of women hold senior 

positions, which is a notable difference when investigating within genders and suggests that 

family ties may place restrictions on a female graduate’s career progression. 

If we look at the proportions of parents in senior winemaking positions by gender, we can 

see that three mothers and 11 fathers are in full-time senior winemaking positions (see Fig. 

15). Split these figures further into age ranges and you can see that the majority of mothers 

in these senior winemaking roles are between 35 and 44, whereas the majority of fathers sit 

in the older 45 to 54 age category. 

Figure 15 Parents in senior winemaking roles divided into age groups. 
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6 Qualitative analysis 

A number of survey participants responded positively to a request to expand on their 

answers in the interview phase of the project. Ten graduates were interviewed. They were 

selected based on gender and age to provide a fair exposure of insight across both sexes. 

Six men and four women were interviewed in line with the gender weighting of the completed 

survey results. A template of interview questions was used, as set out in Appendix 2. 

The interviews offer insight into findings from the survey. Structured in a way that follows 

each research question, these personal experiences and viewpoints are laid out and 

examined below. 

6.1 Research question 1: What is the extent of the fallout post-graduation for 

winemakers? 

Of the interview candidates, six out of 10 had roles that were not directly involved in day-to-

day winemaking. Those not winemaking comprised one female and four male graduates, 

spread across all age profiles between 25 and 54. 

It is recognised that it is not possible to ascertain the extent of the fallout post-graduation 

using qualitative interviews. To recap quantitative results: there are 15 (out of 105) 

winemakers currently not in a winemaking role, directly correlating to any fallout post-

graduation. It is, however, interesting to look at the high number of interviewees who have 

left winemaking. Three out of four of the men not winemaking chose to move away from it 

into a role they felt suited their ambitions better, while two women have moved away from 

winemaking roles for family reasons. Dropout in this phase is 50%. The high proportion here 

could be directly related to less demanding hours facilitating more time to participate in 

interviews. 
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6.2 Research question 2: Does one or other gender have greater success 

securing winemaking roles? 

There is a common thread of discourse that shows in the quantitative phase. This is gender. 

65% of women listed gender as a marginalising factor in Survey Question 4 versus 3% of 

men. When questioned on barriers to progression, 93% of positive responses to gender 

were women. 

In the qualitative phase, winemaking experience had more weight, with six of the ten finding 

this a marginalising factor. Only two cited gender – these were both women. Age was listed 

by two male and one female graduate. The importance of experience was reflected in the 

interview of a male who graduated at 41. He is winemaking part-time for free to gain 

experience and is still searching for a role eight years post-graduation. 

Despite this man’s eight-year search, the female interviewees are consistent with survey 

data in taking longer to gain their first role. A female graduate took over 25 months to secure 

her first role, spending five years post-university working in wineries around the globe to 

gain experience. It is worth noting that of the interviewees none of the women encountered 

any significant barriers to their first winemaking role. 

The different perceptions regarding the influence of gender in each of these graduate’s 

careers offer insight into any perceived barriers to progression. One male graduate 

answered: ‘Essentially my success has been underpinned by achievements in university 

and success on the job. Was that underpinned by gender? I would say probably not, but if I 

was female this could be different.’ 

A male viticulturist thinks that he missed an opportunity due to gender when the winery he 

was working at as an assistant winemaker hired a female winemaker from outside having 
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had trouble with two previous men in that position. ‘They kinda had it on their mind to try a 

female winemaker, specifically. That was what it felt like.’ 

Despite enjoying present-day success in her winemaking career, a female winemaker notes 

that at the beginning of her career she ‘was constantly overlooked. There were times when 

it got me down – why is that guy being promoted?’ Was it gender specifically? As she 

suggested later in the interview, this could have been down to her being irreplaceable in her 

winemaking role at that time, something that has created her success now. 

Another female winemaker found that her gender ‘had a negative impact’ when she was 

younger, but that her gender-neutral name meant she could put herself out there without 

bias. ‘The first time people would realise that I wasn’t actually a guy was when I turned up 

at the interview.’ She found there was a misconception out there that as a woman ‘you won’t 

work quite as hard, or you don’t have the experience’. 

There was reference to gender groups but not as a direct barrier to women’s success: ‘Ego 

and boys’-club mentality, you can see that. I think as a female sometimes your options are 

to just back away and leave it be. Yeah, but it’s more of an ego thing. That’s not necessarily 

specific to men either.’ 

There was no gender imbalance found by a highly successful female winemaker. Her ability 

to turn poor fruit into drinkable wine and later combine this with commercial acumen and 

hard work meant that she became hugely sought after and recently moved into a role after 

an offer that she ‘would be crazy to say no to’. 

Location was remarked upon, with Europe mentioned as being ‘extremely behind the times 

with women and wine’. A male consultant now based in South America highlighted the effect 

location can have on gender in winemaking. ‘I’ve worked with men and women. Evenly 
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weighted, though South America is certainly more chauvinist than Australia or even South 

Africa.’ 

Overall, it seems that supply and demand and experience issues affect both sexes in gaining 

winemaking roles. Barriers relating to gender are not substantiated – rather they are 

remarked on as possibilities. 

6.3 Research question 3: What are the reasons behind any change in career 

or career angle? 

Of the interview candidates, three men and two women have moved away from winemaking. 

Interviews allow greater insight into the reasons behind this. Survey results show that 

financial pressure and long hours are major contributing factors behind any change in 

career. The demands of family life are prominent in both sections. 

6.3.1 Ambition and opportunity 

The ‘fundamental imbalance between supply and demand of winemaking capability’ is 

recognised as a major contributing factor that adversely affects wages and location options 

with ‘100 graduates or so each year entering the market and not that many jobs. Puts a limit 

on remuneration and the working conditions you can demand.’ The frustrations found in 

what is looking to be an increasingly saturated market for graduates are illustrated below: 

A male graduate no longer winemaking became ‘a bit disenchanted’. Throughout his studies 

he was ‘performing at the top of his class’, expecting to see that progress mirrored in his 

career but ‘couldn’t see those doors opening’. ‘Is this career going to do justice to all my 

aspirations?’ 

Two graduates recognised that regular hours, more opportunity and better pay are more 

achievable outside a winemaking role. Others, currently in winemaking roles, are faced with 
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lack of opportunity. One female winemaker works in a small family-run winery. There is no 

chance of promotion, with family members lined up to take on the top winemaking role. 

The same problem in another family-owned winery drove an ambitious male graduate to 

look for a position in another winery in order to take a lead winemaking role. These ambitious 

graduates are being stunted in their progression. Family-business hierarchy can be seen as 

one reason, but the aforementioned supply-and-demand problems that graduates encounter 

are certainly a factor. 

The bottleneck of graduates looking for winemaking positions upon graduation is not 

highlighted to potential students – interviews suggest that the opposite is true. One 

respondent ‘thought it was going to be easier [to get a job]’. ‘People with this degree go on 

to be winemakers, to manage wineries, and perhaps be in charge of bottling lines.’ The stark 

reality of two to three vintages as a cellar hand, then assistant winemaker positions and then 

‘perhaps a winemaking role at a small winery’ hit him hard. 

The reality is that most graduates go on to cellar-hand positions. Travelling and gaining 

experience for a low wage was the route chosen by six of the interviewees. There is 

‘ambition to travel and see different cultures and winemaking philosophies around the world’. 

One consultant recollects his first assistant winemaking role in South Africa, a role that 

‘basically meant floor cleaner’.  

Travel was disregarded by two winemakers interviewed. One found short-term contracts on 

her CV a negative factor in job-hunting. Another stated, ‘working [her] way up’ within one 

company contributed to the opportunities and career success she is now enjoying. 

The financial pressures and long hours recognised in the quantitative phase as 

marginalising factors in career progression are expanded on here. The recurrent theme of 
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unbalanced supply and demand, combined with a willingness of young graduates to work 

for low wages makes remuneration for studies slow to achieve for most. This is certainly a 

large part of the fallout amongst winemaking graduates. 

A female winemaker states that due to the low wages and lack of opportunity in winemaking 

she has ‘considered leaving’. She is pursuing post-graduate study. Her salary as a 

winemaker is lower than the pay of a part-time casual worker. ‘Comparative pay rates with 

picking staff are unrealistic.’ 

A female graduate states, ‘wages are capped out. You can’t progress much past 100,000 

(Australian dollars).’ A male consultant states, ‘It’s an underpaid industry. There’s very few 

people on wages that they would sit back and think I’m pretty well off.’ 

A lack of commercial knowledge was flagged in three of the interviews as a weakness in the 

content of oenology degrees. A number of graduates found it necessary to further their 

studies with business courses such as MBAs to improve their business and commercial 

acumen. 

6.3.2 Negative experiences 

Negative experiences were cited as reasons for leaving a role, though more for women 

(80%) than men (20%). The dominance of women in the quantitative phase could in part be 

explained by this female respondent’s suggestion that personality can be more of an issue: 

‘I’ve worked with a lot of women in the wine industry, but to be honest, I’ve worked with more 

difficult women than men. So much of how you are treated is your character.’ This view was 

shared by another woman: ‘It’s a personality issue generally, it’s difficult to stereotype it to 

gender’, in keeping with the hypothesis that ‘stereotype threat can aggravate and distract 

women’ (Galbreath 2014: 18). 
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6.3.3 Location 

It is evident that if location is not a factor for a graduate there is more access to winemaking 

roles. A winemaking auditor said that roles are brought to his attention on a regular basis: 

‘… if you know of people who want to relocate to the Riverland or the Grampians…’ This is 

something mentioned by another graduate; ‘winemaking is a regional pursuit, there aren’t 

jobs in the city as such. Roles in suburbs of Adelaide are quite sought after, a period of 

apprenticeship has to come first. Time in Riverland or something similar is necessary to gain 

access to these roles’. 

A winemaker based in California says she doesn’t miss Australian winemaking, which is 

lucky as ‘there’s absolutely no opportunities’ in direct contrast to Europe and the USA where 

‘it seems like there’s a hundred million jobs available’. 

6.3.4 Family 

Of the interviewees, 50% have children. The dominance of men in the quantitative section 

who found the demands of family had a negative effect on their career could in part be 

explained by the following views expressed by the male graduate interviewees. One father 

said, ‘I won’t say I’m stuck here, but it would be difficult to move now. Kids go to a public 

school.’ The quality of life for the family would be hard to achieve elsewhere. 

A male graduate moved to viticulture to gain more flexibility on hours allowing him quality 

time with his newborn twins. 

Another chose an office-based role, citing the ‘massive hours’, physical work and capacity 

needed for winemaking roles. He states: ‘Winemakers are notorious for having failed 

marriages and stuff because their work is so demanding.’ He felt ultimately that it could be 

deemed ‘selfish to pursue passion [winemaking] at the expense of family’. 
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The childcare responsibilities, shown in Table 3, with women taking the lion’s share, can in 

part be attributed to their ‘nature-nurture’ instincts, but interviews show it is also the physical 

side that is compromising. One winemaker gave her job up because of her plans to start a 

family, saying, ‘Where I was it would have been impossible to be pregnant and work. It was 

incredibly physical, which is normal for winemaking – very long hours’. She points out that 

‘obviously the pregnancy part, you can’t hand that over to your husband’.  

Adjustments are difficult to make post-pregnancy too, with breastfeeding recognised as a 

‘physical restraint’ affecting return to work. A female graduate with an established 

consultancy business was expecting her first child. She recognised that her ‘income might 

be impacted by about 30 or 40% because of winding back a little’. Consultancy work abroad 

would need to be sub-contracted to others to maintain business relationships. 

The high level of career interference from family voiced by graduates in these interviews 

combined with the 36% of parents from the survey who stated that family has negatively 

affected their career confirms the large part that family and the associated responsibilities 

plays in current and potential fallouts from winemaking. 



Investigating the gender gap (Candidate No. 17280) 

41 

7 Combined analysis of literature review, survey and interview 

data 

7.1 Research question 1: What is the extent of the fallout post-graduation for 

winemakers? 

Of all the graduates surveyed, 83% commenced their chosen course in oenology with the 

intention of progressing into winemaking. Of the graduates who have held a winemaking 

role, 17% are currently not winemaking in any capacity. This figure is representative of the 

fallout from winemaking post-graduation amongst survey participants. Within this group, 

46% are women. This is 7.5% above their survey participation rate indicating that there are 

a greater number of female winemakers currently not employed in a winemaking role. 

7.2 Research question 2: Does one or other gender have greater success 

securing winemaking roles? 

This research shows that it’s increasingly unlikely graduates will secure a winemaking role 

straight out of university. Results show that younger female respondents (25–34 years) take 

longer to gain their first role. 65% of women cited gender as the greatest marginalising factor 

when searching for winemaking roles. For men this figure was 3%. However, the female 

winemakers in the qualitative phase cited no obvious obstructions due to gender. There was 

a suggestion by a female winemaker that her gender-neutral name was almost certainly a 

positive when looking for winemaking opportunities.  

It is difficult to ascertain whether progress is slow or if it is increased awareness among 

young women that is responsible for the fact that 88% of women between 25 and 34 years 

old list gender as a marginalising factor in their career. Maybe the remains of traditional 

social perceptions are to blame here. One male graduate recognises that when he suggests 
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winemaking candidates for jobs, the employer immediately presumes that the candidate is 

a man. Survey Question 29 asks about the effect of gender in the workplace: 70% of women 

and 12.5% of men found that their gender left them at a disadvantage. This is a clear gap 

between male and female graduates. 

Experience is seen by 61% of men and 55% of women as the factor most likely to 

marginalise their qualifications. It was the No. 1 factor for men, but only second to gender 

for women. This is shown to be a driving force behind a graduate’s decision to travel and 

make wine around the world upon graduation. The alternative route of finding longevity in a 

role and working up through the company was flagged in the qualitative section. Analysis of 

this data suggests that route to role is dependent on the structure and size of the company 

in which a graduate aspires to work. 

Age influences opportunities, with 35% of women and 29% of men finding it a marginalising 

factor. Findings show that the younger the graduate, the greater the chance of a negative 

influence from gender in their progression. The fact that all of the women between 45 and 

54 are in a senior winemaking role compared to 46% of the men is in line with this 

hypothesis. 

The dominance of men in part-time winemaking roles from survey results goes against 

gender trends (BCEC and WGEA report 2017). This is in part explained by the two-thirds of 

men who hold a full-time role on top of their part-time winemaking role. The supply-and-

demand imbalance can be attributed to part-time roles being seen as a stepping stone to a 

full-time winemaking position. This is exemplified by a 41-year-old graduate currently 

working part-time outside his full-time role in a laboratory to gain the necessary experience 

for a full-time winemaking role. 
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The ‘cluster’ theory (Galbreath et al. 2014) that wine production is mainly concentrated in 

regional clusters and the claim that it could be ‘possible that some wine clusters have 

cultures that are more open to gender diversity’ is qualified by the fact that men in the survey 

are shown to be spread in an even pattern across the regions listed (Fig. 3) whereas the 

female winemakers are clustered in the better-known areas such as Victoria and North 

America (Fig. 2). The logic of oversubscribing for females in the more populated areas 

suggests a greater challenge to secure a role. 

7.3 Research question 3: What are the reasons behind any change in career 

or career angle? 

Winemaking is recognised as a demanding role, with long hours and physical work expected 

in most positions. More men than women found hours an issue (Survey Question 14). Within 

their gender groups, 72% of men found this the greatest pressure associated with a 

winemaking role against 53% of women, who found financial pressures more compelling at 

58%. 

These financial pressures are shown to be exacerbated by the supply-and-demand 

imbalance in Australia where too many winemakers are chasing too few jobs. Higher wage 

expectations and ambitions to succeed that outweigh prospects are recognised in the 

qualitative phase as important factors in a decision to move from winemaking. The move of 

some more experienced graduates from winemaking can be attributed to recognition of the 

suggested ‘capped out wage structure’ available to more senior winemakers. 

Prospects of promotion within a role can be blocked by family succession planning. Potential 

longevity of incumbants in senior winemaking positions also slows progression. New 

graduates are released each year; winemakers can occupy one role for half a century. There 

is an awareness that company structure can be a barrier to progression. One graduate 
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recognised that the winemaking role structure where he was working was not set to change 

until the incumbent senior winemaker retired, a period of at least 15 years. Another 

mentioned her role in a family-owned winery, where it was recognised that the children 

would take on the main winemaking roles in a family succession plan. These difficulties are 

faced by both genders. 

7.3.1 Negative experiences 

Galbreath (2014: 19) referenced stereotype threat that can ‘aggravate and distract women’ 

as a driving factor in women’s fallout from winemaking. Despite 70% of female graduates 

stating that gender left them at a disadvantage in the workplace, 50% of reasons behind any 

change in career change were due to issues with previous employers. The recognition of 

personality differences among some women winemakers by two of the interviewees 

reinforces Galbreath’s assertion above. 

7.3.2 Family reasons 

Literature on the gender gap recognises a woman’s natural role as a reproductive body. 

Findings from the survey show that just 17% of women find that the responsibilities of 

children have affected their career. This is compared to 40% of men. Reasons behind this 

show that 57% of fathers found it hard to leave their family, thus restricting travel. All of these 

men are still winemaking. The women who found these responsibilities had affected their 

career are not currently winemaking. One female graduate interviewed is married to a 

winemaker. The decision for her to take on a ‘9-to-5’ role was based on the opportunities 

offered within their winemaking positions rather than traditional roles. 

Of the 10% of men with children no longer winemaking, the pursuit of quality family time and 

realistic salary needs were reasons for moving out of their field. Thirty-three per cent of the 

women with children are not working: all of these are partnerships of two winemakers, 
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suggesting that the demands of winemaking do affect one parent when it comes to family 

responsibility. All (100%) of the women have partners who work full-time. One male stated 

that he was ‘fortunate to have a wife who has been prepared to embrace vintage and take 

on more than her share of parenting’. The interviews highlighted the physical demands of 

winemaking as not being compatible with pregnancy or breast feeding. 

7.3.3 Job interruptions 

‘A large part of the difference between male and female earnings comes from job 

interruptions, and most job interruptions are due to children’ (Bertrand et al. 2010: 246). The 

pregnant consultant interviewed is testament to this with her recognition that restrictions on 

travel will see salary reductions due to subcontracting. Of winemakers with children, 60% 

are in full-time senior winemaking positions. Within their gender groups, 50% of mothers are 

in full-time senior winemaking positions and 58% of men. The majority of men (39%) are in 

the 45–54 bracket, and 50% of females in senior roles are between 35 and 44 years old. 

The women are still in the reproductive stages of their lives, effectively making their current 

winemaking status less stable than the men. 
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8 Conclusions 

8.1 Research question 1: What is the extent of the fallout post-graduation? 

Survey findings show that 17% (15) respondents of incomplete surveys and 27% (13) 

respondents of completed surveys are not winemaking. The 8.5% (9) who indicated that 

they had no intention of becoming winemakers upon graduation are not included in this 17%. 

When divided into genders, it can be seen that 36% of female graduates are not winemaking 

compared with 64% of men. This is directly in line with graduate gender ratios, suggesting 

that there is no significant difference between the genders in the fallout post-graduation of 

winemakers. 

8.2 Research question 2: Does one or other gender have greater success 

securing winemaking roles? 

Martin (2015) has shown that there is no longer a significant gender gap in students 

graduating from university. Whilst this is encouraging, data from this survey shows that in 

winemaking it still takes female graduates longer to gain their first winemaking position post-

graduation. All of those not yet employed in a winemaking role were women. 

If we look at Galbreath’s hypothesis that ‘firm size is positively associated with women in the 

winemaking role’ (2014: 19) we can see the survey findings are consistent with this. 

Amongst women winemakers, 40% are working in a winery of over 100,000 bottles with only 

20% working at the lowest end of fewer than 10,000 bottles. Larger companies tend have 

greater focus on gender ratio in the workplace. There are quotas on female representation 

on boards in France and Norway (Galbreath 2014). This gender-quota system has been 

levied for politicians in Australia: could its implementation in other industries including wine 

improve ratios in winemaking? 
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The theory of a women’s pursuit of ‘exceptional status’ (Unger 2006 cited in Gilbert and 

Gilbert 2015: 6) can be seen as a handicap in their success. ‘Cluster’ theory (Galbreath et 

al. 2014) is backed up by survey results with women concentrated in the more mainstream 

areas and men showing greater spread of locations in their winemaking roles. The 

combination of these factors means that competition for roles is naturally higher for female 

graduates. 

There is still a far greater proportion of female graduates who find gender an issue in their 

career progression (77% vs. 7% of men). This is reflected in findings from the time to first 

role mentioned above, suggesting that gender is still a factor when securing a winemaking 

role. Findings indicate that any negative associations due to gender for women are 

magnified at a younger age. The results within gender groups that show a greater proportion 

of women in senior winemaking roles in the 45–54 age-bracket is consistent with effects of 

gender diminishing with increased age and experience. 

8.3 Research question 3: What are the reasons behind any change in career 

or career angle? 

The long hours associated with winemaking are presumed to be the main reason why there 

is still a dominance of men in these roles. However, survey results show that these demands 

are more of an issue to men (72%) than women (53%). 

It is recognised that working long hours can put pressure on a family unit. Family demands 

are such that in the interviews it is mentioned that winemakers are renowned ‘for having 

failed marriages and stuff, because their work is so demanding’. 

The ‘nature-nurture’ traits (Heilman et al. 2004, cited by Brescoll et al. 2010) are less of a 

hindrance in the progress of gender equality in the winemaking workplace than initially 
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expected. This research paper shows that of those graduates with families both genders 

cite responsibilities with children affecting their careers. The standout reason for fathers was 

missing out on family time and its importance to them. Though a greater percentage of 

fathers showed that family life affected their careers, it is a natural fact that the physical 

restraints upheld by a mother are not transferable. 

Is the work–life balance mentioned by Lewis et al. (2007, cited by Bryant and Garnham 

2014) effecting adequate change in winemaking? No. Both genders have voiced issues with 

combining winemaking with family life. The 10% of men with children who are no longer 

winemaking attributed it to the financial and time demands that come with family being 

incompatible with average winemaking roles. 

Bertrand et al. (2010) speculate that the economic benefits of flexible working may be 

greater where there is a larger proportion of women in the pool. This is not currently true of 

winemaking, a role which is similar in its demands to medicine and law, both referenced in 

this report. This is reflected in the analysis of parents who are winemaking. One interviewee 

in a very senior winemaking position, who is aged in the 45–54 age range, has no children. 

The company that she worked in for much of her career ‘didn’t make it at all easy or doable 

[to have children]’. ‘It wasn’t a career choice to not have children, wasn’t really an option, I 

was the main breadwinner ... We had no family nearby.’ Her narrative highlights the bounds 

of some successful winemaking careers on family life. 

Results suggest that there is still underlying gender bias in winemaking that manifests itself 

in different ways. The ‘boys’ club’ referenced by an interview candidate, which forms a large 

part of media speculation about gender in winemaking, was attributed by this graduate as 

more to do with ego than sexism, something that is ‘not necessarily specific to men’. Barriers 
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to progression were found to be motivated by more underlying gender perceptions than 

outright sexism, with external factors such as age and experience influencing these effects. 

Interviews highlighted industry difficulties for both genders in finding a winemaking role in 

today’s market: ‘Graduates who come out of uni and expect to get a winemaking job straight 

away are dreaming.’ Another compares the job market today to the growth of the industry in 

the 1990s: ‘You could walk straight out of uni and into a full-time winemaking position, 

astronomical growth. A lot of people don’t understand that those jobs don’t exist anymore.’ 

There is evidence that Australia’s wine industry is hitting saturation point after a sustained 

period of growth. 

A regular supply of young, well-educated winemakers, eager to work and gain experience, 

has been shown to tighten wage expectations, shorten job supply and, in the long term, 

affect a dropout from winemaking due to the pressure of these restrictions on the natural 

evolution of life. Today’s wine industry is highly competitive: winemakers now need selling 

skills as well. The lack of commercial knowledge alluded to in the qualitative section needs 

to be considered by universities providing courses in oenology. The evidence of a saturated 

market means that graduates need every tool available to enable them to achieve their 

ambitions within the industry. 

Is gender equity close to being achieved? (Heimoff 2007, cited in Gilbert and Gilbert 2015). 

This research suggests that within this saturated market there is still a gender gap. Progress 

in graduate gender ratios is encouraging; the percentages of women in senior winemaking 

roles found in the survey are promising. Progress is evident. It could be some time before 

the gender gap closes completely when faced with the basic genetic fact that ‘pregnancy, 

birth, babies and breast milk set mothers apart from male “norms” and expectations’ (Gatrell 

2007, cited in Bryant and Garnham 2014). 
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9 Opportunities for further study 

With personal experience so important within this topic, it is recognised that an in-depth 

qualitative analysis across a broader spectrum of graduates looking at the barriers to 

progression would yield greater insight. A more extensive survey of oenology graduates 

globally focusing on the limitations suggested in this paper of gender, age, experience and 

location would offer interesting comparative results. Analysis of the pay gap in winemaking 

should be considered. 

The perception of gender issues by women in winemaking demands further study to 

investigate further Galbreath’s statement that a ‘stereotype threat can aggravate and distract 

women’ (2014: 19) and its suggested influence on a woman’s decision to leave a role. 
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Torchia, M., A. Calabrò and M. Huse (2011) ‘Women Directors on Corporate Boards: From 

Tokenism to Critical Mass’, Journal of Business Ethics, 102 (2): 299–317. 

Unger, R. K. (ed.) (2006) Handbook of the Psychology of Women and Gender. New York: 

Wiley. 

https://www.smh.com.au/lifestyle/women-in-wine-are-pushing-open-the-cellar-door-20130412-2hqho.html
https://www.smh.com.au/lifestyle/women-in-wine-are-pushing-open-the-cellar-door-20130412-2hqho.html


Investigating the gender gap (Candidate No. 17280) 

59 

Appendix 1: Consumer survey and results: tracking the career 

progression of oenology and viticulture graduates 

Question 1: Where are you currently based? 

Answer choices Responses 

 % N 

Western Australia 7.62% 8 

South Australia 42.86% 45 

New South Wales 8.57% 9 

Northern Territory 0.00% 0 

Queensland 0.95% 1 

Europe 2.86% 3 

Asia 0.95% 1 

North America 15.24% 16 

South America 0.95% 1 

Other (please specify) 20.00% 21 

Notes: 105 respondents answered Question 1, and 0 skipped it.   

Question 2: Was your ambition to become a winemaker upon graduation? 

Answer choices Responses 

 % N 

Yes 82.86% 87 

No 8.57% 9 

Other (please specify) 8.57% 9 

Note: 105 respondents answered Question 2, and 0 skipped it.   
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Question 3: Would you deem your qualifications in winemaking necessary for securing a 

winemaking role in Australia? 

Answer choices Responses 

 % N 

Yes 76.04% 73 

No 3.13% 3 

Not in some circumstances 17.71% 17 

Please detail 3.13% 3 

Note: 96 respondents answered Question 3 and 9 skipped it.   

Question 4: When looking for a winemaking role have you ever found your qualifications 

marginalised by other factors? If so, what were these factors? 

Answer choices Responses 

 % N 

N/A 25.53% 24 

Winemaking experience 56.38% 53 

Cellar experience 28.72% 27 

Age 23.40% 22 

Gender 22.34% 21 

Other – please detail 15% 14 

Note: 94 respondents answered Question 4 and 11 respondents skipped it.   

Question 5: How long did it take to secure your first winemaking position post-graduation? 

Answer choices Responses 

 % N 

Not yet employed 4.30% 4 
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0–6 months 53.76% 50 

7–12 months 11.83% 11 

13–24 months 18.28% 17 

Over 25 months 11.83% 11 

Note: 93 respondents answered Question 5 and 12 respondents skipped it.   

Question 6: Have you ever held a winemaking role? 

Answer choices Responses 

 % N 

Yes 60.00% 3 

No 40.00% 2 

Note: 5 respondents answered Question 6, and 100 respondents skipped it.   

Question 7: Are you actively looking for a winemaking role? 

Answer choices Responses 

 % N 

Yes, I’m actively looking 0.00% 0 

I’m working in a winery with the potential to move to winemaking 33.33% 1 

Not actively looking at the moment 33.33% 1 

I’m happy in another area 33.33% 1 

I’m retired 0.00% 0 

Other (please specify) 0.00% 0 

Note: 3 respondents answered Question 7 and 102 respondents skipped it.   

Question 8: What prompted you to move away from seeking a winemaking role? 

Answer choices Responses 



Investigating the gender gap (Candidate No. 17280) 

62 

 % N 

A good opportunity in another area 0.00% 0 

Personal circumstances 0.00% 0 

Unexpected hours 0.00% 0 

Other – please detail 100.00% 2 

Note: 2 respondents answered Question 8 and 103 respondents skipped it.   

Question 9: Current winemaking status 

Answer choices Responses 

 % N 

Not winemaking in any capacity 17.24% 15 

Working for at least one winery, but not as a winemaker 10.34% 9 

Winemaking on a part-time basis 6.90% 6 

Winemaking on a full-time basis, but not responsible for final decision-making 14.94% 13 

Senior winemaking role on a full-time basis 50.57% 44 

Note: 87 respondents answered Question 9 and 18 respondents skipped it.   

Question 10: What size is the winery you work for? 

Answer choices Responses 

 % N 

Up to 10,000 bottles 13.89% 10 

Between 10,001 and 100,000 bottles 31.94% 23 

Over 100,001 bottles 43.06% 31 

N/A 1.39% 1 

Other – please detail 9.72% 7 
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Note: 72 respondents answered Question 10 and 33 respondents skipped it.   

Question 11: How long have you been in this position? 

Answer choices Responses 

 % N 

Less than 12 months 22.54% 16 

Between 13 and 24 months 14.08% 10 

Between 25 and 36 months 19.72% 14 

Over 3 years 43.66% 31 

Note: 71 respondents answered Question 11 and 34 skipped it.   

Question 12: Do you value diversity and experience of different wineries as an important factor in 

your career progression? 

Answer choices Responses 

 % N 

Yes 87.50% 63 

No 6.94% 5 

Undecided 5.56% 4 

Please expand on your answer 

 

26 

Note: 72 respondents answered Question 12 and 33 respondents skipped it.   

Question 13: What are your average hours of work per week? 

 % N 

Answered  72 

Skipped  33 

Question 14: Are these hours longer than you expected in a winemaking role? 
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Answer choices Responses 

 % N 

Yes 9.72% 7 

No 69.44% 50 

Other – please detail 20.83% 15 

Note: 72 respondents answered Question 14 and 33 respondents skipped it.   

Question 15: Number of winemaking positions held since graduation? 

Answered  84 

Skipped  21 

Question 16: Please detail your most senior winemaking position to date. 

 % N 

Answered  82 

Skipped  23 

Question 17: What are the greatest pressures you associate with a winemaking role? (Multiple 

answers enabled) 

Answer choices Responses 

 % N 

Long hours at harvest 57.83% 48 

Vintage conditions 44.58% 37 

Fermentation problems 14.46% 12 

Personnel issues 44.58% 37 

Financial pressures 49.40% 41 

Note: 83 respondents answered Question 17 and 22 respondents skipped it.   
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Question 18: Have you previously volunteered to leave a winemaking role for any reason other 

than a career opportunity? 

Answer choices Responses 

 % N 

Yes 21.69% 18 

No 69.88% 58 

Other (please specify) 8.43% 7 

Note: 83 respondents answered Question 18 and 22 respondents skipped it.   

Question 19: What were the reasons behind this move from the winemaking role? 

 % N 

Answered  24 

Skipped  81 

Question 20: Have you encountered any barriers to your career progression? 

Answer choices Responses 

 % N 

No 51.19% 43 

Yes 48.81% 41 

Not sure 0.00% 0 

Note: 84 respondents answered Question 20 and 21 respondents skipped it.   

Question 21: What were these barriers related to? (Multiple answers enabled) 

Answer choices Responses 

 % N 

Working hours expected 2.44% 1 
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Experience in the wine industry 41.46% 17 

Race 9.76% 4 

Gender 34.15% 14 

Other 43.90% 18 

Please detail 65.85% 27 

Note: 41 respondents answered Question 21 and 64 respondents skipped it.   

Question 22: Do you have any children? 

Answer choices Responses 

Yes 48.08% 25 

No 51.92% 27 

Note: 52 respondents answered Question 22 and 53 respondents skipped it.   

Question 23: What ages are your children? Please tick all relevant boxes. 

Answer choices Responses 

 % N 

0–5 years old 52% 13 

5–11 years old 36% 9 

12–18 years old 24% 6 

19 and over 20% 5 

Note: 25 respondents answered Question 23 and 80 respondents skipped it.   

Question 24: Have the responsibilities associated with young children affected your career 

advancement at any point? 

Answer choices Responses 

Yes – please detail 36.00% 9 
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No 64.00% 16 

Please detail 

 

12 

Note: 25 respondents answered Question 24 and 80 respondents skipped it.   

Question 25: When/If your children were/are at the age of dependency, did/do you and your co-

parent share caring for the children equally? 

Answer choices Responses 

 % N 

Yes 9.09% 2 

I had/have more responsibility for them 13.64% 3 

Due to work commitments I took/take a smaller share of the childcare 45.45% 10 

It depends on work pressures and has varied between us 31.82% 7 

I am the sole carer 0.00% 0 

Other – please detail 

 

5 

Note: 22 respondents answered Question 25 and 83 respondents skipped it.   

Question 26: Have you had to turn down work, promotion or opportunities due to your 

responsibilities with your children? 

Answer choices Responses 

 % N 

Yes 37.50% 9 

No 62.50% 15 

Further information 

 

4 

Note: 24 respondents answered Question 24 and 81 respondents skipped it.   

Question 27: Does your children’s other parent work too? 

  
Answer choices Responses 
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 % N 

Yes – full-time 56.00% 14 

Yes – part-time 28.00% 7 

No 4.00% 1 

Not relevant for me 12.00% 3 

Note: 25 respondents answered Question 27 and 80 respondents skipped it.   

Question 28: When/If your children were/are dependent, did/do you have childcare? 

Answer choices Responses 

 % N 

Yes, professional childcare out of the home (full-time) 16.67% 4 

Yes, professional childcare in the home (full-time) 4.17% 1 

Yes, professional childcare out of the home (part-time) 41.67% 10 

Yes, professional childcare in the home (part-time) 8.33% 2 

Family help 33.33% 8 

No 16.67% 4 

Note: 81 respondents answered Question 28 and 24 respondents skipped it.   

Question 29: Has your gender ever left you at a disadvantage in the workplace? 

Answer choices Responses 

 % N 

Yes – please detail 34.62% 18 

No 65.38% 34 

Please detail 

 

21 

Note: 52 respondents answered Question 29 and 53 respondents skipped it.   
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Question 30: What gender are you? 

Answer choices Responses 

 % N 

Male 61.54% 32 

Female 38.46% 20 

Note: 52 respondents answered Question 30 and 53 respondents skipped it.   

Question 31: What age category do you fall into? 

  
Answer choices Responses 

 % N 

Between 18 and 24 years old 0.00% 0 

Between 25 and 34 years old 42.31% 22 

Between 35 and 44 years old 28.85% 15 

Between 45 and 54 years old 25.00% 13 

Between 55 and 64 years old 1.92% 1 

Over 65 years old 1.92% 1 

Note: 52 respondents answered Question 31 and 53 respondents skipped it.   

Question 32: When did you graduate from the University of Adelaide? 

 
Answer choices Responses 

 % N 

Before 1994 5.77% 3 

Between 1995 and 2000 11.54% 6 

Between 2001 and 2005 17.31% 9 

Between 2006 and 2010 25.00% 13 
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Between 2011 and 2015 40.38% 21 

Note: 52 respondents answered Question 32 and 53 respondents skipped it.   

Question 33: Which course did you graduate from? 

Answer choices Responses 

 % N 

Bachelor of Agricultural Science (Oenology) 17.31% 9 

Bachelor of Agricultural Science (Oenology) (honours) 5.77% 3 

Bachelor of Oenology 0.00% 0 

Bachelor of Oenology (honours) 9.62% 5 

Bachelor of Viticulture and Oenology 19.23% 10 

Bachelor of Viticulture and Oenology (honours) 5.77% 3 

General Certificate in Oenology 0.00% 0 

General Diploma in Oenology 1.92% 1 

Masters in Oenology 19.23% 10 

Masters in Viticulture and Oenology 5.77% 3 

Post-grad Diploma in Oenology 7.69% 4 

Other – please detail 7.69% 4 

Note: 52 respondents answered Question 33 and 53 respondents skipped it.   

Question 34: Which of the following best describes your employment status? 

Answer choices Responses 

 % N 

Employed, working full-time (includes self-employed) 82.69% 43 

Employed, working part-time (includes self-employed) 3.85% 2 



Investigating the gender gap (Candidate No. 17280) 

71 

Not employed, looking for work 0.00% 0 

Not employed, not looking for work 0.00% 0 

Retired 1.92% 1 

Disabled, not able to work 0.00% 0 

Other – please detail 11.54% 6 

Note: 52 respondents answered Question 34 and 53 respondents skipped it.   

Question 35: Would you be happy for the author to contact you via Skype or telephone for a short 

interview (less than 10 minutes), in able for them to expand on some details for the qualitative side 

of this research project? 

Answer choices Responses 

 % N 

Yes 78.43% 40 

No 21.57% 11 

If yes please give contact details 

 

34 

Note: 51 respondents answered Question 35.   
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Appendix 2: Interview questions 

Winemaking time from graduation 

• How long did it take you to secure the role? Did you expect it to take this long? 

• If long, what do you think were the main reasons for the delay in finding a position? 

• Is location a factor? If you widened the search area, would you find a job faster? 

• Has gender affected your search for winemaking jobs? 

For those no longer winemaking 

• What was the main reason behind this career move? 

• Have you seen others achieve a work/life balance here? 

• Do you miss winemaking? 

• Would you go back if the opportunity arose? 

• Does your job give you the added flexibility (or other reason) that made you leave 

winemaking? 

• Have your qualifications in winemaking helped you gain this new role? 

• Have these qualifications helped you in your new role? 

Main factors that affect the career as a whole 

• What are the main factors outside your work that effect choices /career moves? 

• Has your gender affected your job status or search? 

• Have you worked your way up in one winery? Or moved around? 

• Preference for either? Why? 

• Do you think that the wages in your winemaking position reflect positively the 

qualifications and work needed to gain the role initially? 

• Once you had gained winemaking experience did you find it opened up more 

opportunities? 
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Family 

• Is it especially difficult when both parents work in wine? 

• Does one of you have to sacrifice more than the other? 

• There are jobs involving winemaking skills that involve regular hours. Have you found 

any like these that could offer an alternative solution? 

• Do you think self-employment offers greater flexibility in winemaking hours? 
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Appendix 3: IMW research paper proposal submission form 

Student ID 17280 Date of 

submission 

27 June 2018 

RPP Version No. 10 Name of adviser Juliet Bruce Jones 

Note: RPPs must be submitted via your adviser to the IMW 

Proposed title 

Investigating the Gender Gap: A Study into the Career Paths of the University of Adelaide’s 

Oenology Graduates between 1995 and 2015 

Research questions 

Define the subject of your research paper and specify the specific research questions you 

plan to pursue (no more than 200 words): 

This research paper examines the chosen career paths of those who graduated between 

1995 and 2015 from oenology courses at the University of Adelaide. Research will examine 

the career pathway, uncovering and analysing any factors that impact on a graduate’s 

progression into winemaking roles. For this project, ‘winemaking’ is defined as a role that is 

completely involved, whether in charge or instrumental in the production of wine at a single 

or multiple wineries. 

The research intends to examine whether there is a gender gap, and if so what might be the 

dynamics behind it? AAWE Paper No. 205 compiled by Jeremy Galbreath in 2016 highlights 

that there is still a decline in women winemakers across Australia despite rising graduate 

numbers. This would suggest that the number of men taking winemaking roles is still 
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proportionally much greater than women. By looking at both genders over a 20-year period 

it is hoped that this research paper will offer an answer to the following questions: 

1. What is the extent of the fallout post-graduation for winemakers? 

2. Does one or other gender have greater success securing winemaking roles? 

3. What are the reasons behind any change in career or career angle? 

Answers to the first two questions will come from quantitative analysis of data formed by the 

survey of graduates from the oenology courses at the University of Adelaide. 

Qualitative research from follow-up interviews will give further insight into Question 2 and 

find possible reasons for Question 3. Examining graduates from between 1995 and 2015 

will enable comparison of past and present trends providing evidence of any changes that 

may have become apparent in more recent years. 

Background and context 

Explain what is currently known about the topic and address why this topic requires/offers 

opportunities for further research (no more than 200 words). 

While this is a non-gender-specific study into oenology graduates, it has become obvious 

that past studies and papers on gender (in the workplace) focused very much on women. 

Hence, much of the previous findings listed below are researching women in the workplace. 

Gender equity in the workplace is particularly relevant in Australia at the moment with the 

Australian government legislating a compulsory dataset known as the WGEA Gender 

Equality dataset, to promote and improve gender equality in remuneration and employment 

within Australian workplaces. From this the Bankwest Curtin Economic Centre produces a 

detailed annual report on gender pay gaps within each sector of industry in Australia. 
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Studies from within the wine industry have produced figures on gender progression in 

winemaking. These include the 2015 Gilbert and Gilbert study on women holding lead 

winemaking roles in California. This shows that contrary to what they call ‘a widely held 

estimate’ of 15–20% of women in lead winemaking roles, only 9.8% of Californian wineries 

reported a woman as their lead winemaker. Another study is the AWWE Working Paper No. 

205 by Jeremy Galbreath, which shows that women in winemaker roles in greater Australia 

have declined by 1.04% between 2007 and 2013, with Western Australia showing a decline 

as high as 6.15%. This is despite the fact that the rate of women entering Australia’s 

oenology and viticulture programmes has been increasing steadily in the past 10–20 years. 

Figures and statistics from recent studies like the BCEC annual report and those within the 

wine trade have attracted the interest of many industry professionals. It is apparent that what 

is lacking is a study on the underlying reasons; this is something that this paper hopes to 

achieve. 

Sources 

Identify the nature of your source materials (official documents, books, articles, other 

studies, etc.) and give principle sources if appropriate (no more than 150 words). 

Association of American Medical Colleges (2013–14) The State of Women in Academic 

Medicine: The Pipeline and Pathways to Leadership, Washington, DC: Association of 

American Medical Colleges. Available at 

https://members.aamc.org/eweb/upload/The%20State%20of%20Women%20in%20Aca

demic%20Medicine%202013-2014%20FINAL.pdf (accessed 6 December 2018). 

Bankwest Curtin Economics Centre (BCEC) and Workplace Gender Equality Agency 

(WGEA) (2017) Gender Equity Insights 2017: Inside Australia’s Gender Pay Gap. 

Available at 
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https://www.wgea.gov.au/sites/default/files/BCEC%20WGEA%20Gender%20Pay%20E

quity%20Insights%202017%20Report.pdf (accessed 6 December 2018). 

Bell, J. (2010) Doing Your Research Project: A Guide for First-Time Researchers, 6th edn, 

Buckingham: Open University Press. 

Bertrand, M., C. Goldin, and L. Katz (2010) ‘Dynamics of the Gender Gap for Young 

Professionals in the Financial and Corporate Sectors’, American Economic Journal: 

Applied Economics, 2 (3): 228–55. 

Brescoll, V., E. Dawson and E. Uhlmann (2010) ‘Hard Won and Easily Lost: The Fragile 

Status of Leaders in Gender-Stereotype-Incongruent Occupations’, Psychological 

Science, 21 (11): 1640–2. 

Brodtmann, G. (2017) ‘We Need to Talk About the Lack of Diversity in Our Wine Industry’ 

[Speech]. Available at http://www.gaibrodtmann.com.au/canberra_261017 (accessed 6 

December 2018). 

Bryant, L. and B. Garnham (2014) ‘The Embodiment of Women in Wine: Gender Inequality 

and Gendered Inscriptions of the Working Body in a Corporate Wine Organization’, 

Gender, Work and Organization, 21 (5): 411–16. 

Denscombe, M. (2014) The Good Research Guide, 5th edn, Buckingham: Open University 

Press. 

Galbreath, J. (2014) ‘Firm-level Predictors of Women in Top Business Roles: Insights from 

the Wine Industry’. American Association of Wine Economists Working Paper No. 154, 

May. Available at http://www.wine-economics.org/aawe/wp-

content/uploads/2014/05/AAWE-WP154.pdf (accessed 6 December 2018). 
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Galbreath, J. (2015) ‘A Study of Women in Top Business Roles: The Case of the Wine 

Industry’, International Journal of Wine Business Research, 27 (2):143–58. 

Galbreath, J. (2016) ‘Regions, Wine and Women in Leadership: A Test of Environmental 

Sustainability’. American Association of Wine Economists Working Paper No. 205, 

October. Available at http://www.wine-economics.org/aawe/wp-

content/uploads/2016/10/AAWE_WP205.pdf (accessed 6 December 2018). 

Gilbert, L. and J. Gilbert (2015) ‘California Women Winemakers: Three Studies Assess 

Their Progress and Prospects’, American Association of Wine Economists Working 

Paper No. 178. Available at http://www.wine-economics.org/aawe/wp-

content/uploads/2015/05/AAWE_WP178.pdf (accessed 6 December 2018). 

King, N. and C. Horrocks (2010) Interviews in Qualitative Research, London: Sage. 

Matasar, A. (2010) Women of Wine: The Rise of Women in the Global Wine Industry, 

Berkeley, Calif.: University of California Press. 

Port, J. (2016) ‘Insults and Coffee Making: The First Ever WiW Survey’, Meininger’s Wine 

Business International, 20 November. Available at https://www.meininger.de/en/wine-

business-international/insults-and-coffee-making-first-ever-wiw-survey-results (accessed 

6 December 2018). 

Research methodology 

Please detail how you will identify and gather the material or information necessary to 

answer the research question(s) and discuss what techniques you will use to analyse this 

information (no more than 500 words) 
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Literature review 

A comprehensive review of relevant existing studies found within and outside the industry 

will provide factual foundations for the research and will provide an effective road map to 

help structure and build questions for the survey. 

Data collection 

The oenology and viticulture department at the University of Adelaide have agreed to work 

with the author to survey their graduates from 1995 to 2015 – a population of 919 students 

– from their courses in viticulture and oenology. Communication with these graduates will 

be sent using both social media and a link in the official alumni newsletter on email. The link 

in the university’s alumni newsletter reaches a sample of 682 out of the 919 students. The 

oenology department’s alumni groups on social media have a sample of 350 graduates from 

the same population. 

This survey will be hosted online with SurveyMonkey making full use of its tools to enable 

precise and informative analysis. These tools include the filter tool, to aid in finding trends 

within years, genders and specific answers, and the audience panel, which automatically 

pipes five types of demographic data including gender, age, income etc. into the survey 

results to assist in analysis. 

Questions will be formulated using topics including initial motivation, individual perseverance 

and family experience to effectively examine this subject. The bulk of the questions will have 

drop-down options with qualitative open-ended options inviting further information at 

relevant junctures. A test survey will be distributed to a trial audience in order to refine any 

issues. 
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Compilation and cataloguing of data and findings 

Data will be compiled and fully analysed using SurveyMonkey filter tool options. Graphs will 

be formulated to illustrate trends and highlight any discrepancies or similarities in findings 

across years and/or categories. These findings will be overlaid by demographics of 

recipients to enhance analysis and understanding of results. This data will open up areas 

that need further investigation in the qualitative interview stage. 

Qualitative interview stage 

Survey participants are able to indicate, through a tick-box option on the questionnaire, that 

they are willing to expand on their answers in an interview conducted with the online 

conference technology offered on Zoom. It is intended that these candidates will cover a 

range of ages and genders. Ten candidates will be chosen in a targeted purposive manner. 

They will be encouraged to expand on any questions left unresolved from the quantitative 

phase. Methodology based on grounded theory and using theoretical sampling means 

further interview candidates may be selected as preliminary analysis uncovers particular 

emerging issues. 

Analysis and conclusions 

Analysis of the findings will be ongoing throughout the qualitative stage, delving deeper into 

issues and insights. Study of the qualitative research will be used to help interpret and gain 

insight into the results of the quantitative phase. Conclusions will be laid out in order of 

importance, highlighting main issues and their repercussions in the workplace. 

Potential to contribute to the body of knowledge on wine 

Explain how this research paper will add to the current body of knowledge on this subject 

(no more than 150 words). 
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Plenty of data has been provided on numbers in oenology courses, graduating and following 

on from that those in winemaking roles. Articles and reports have touched on reasons behind 

the figures. Research of available journals and articles has shown that there is a need for 

in-depth exploration of the reasons behind the failure of potentially successful oenology 

graduates to secure and/or remain in winemaking roles. 

The research seeks to uncover further information on any gender in-balance and the 

different barriers met by students in their career progression. With the BCEC’s annual 

gender pay report and studies outside the wine industry producing relevant findings on 

career opportunities for both men and women, it is evident that a legitimate and investigative 

research project into oenology graduates’ progression into winemaking roles will illuminate 

issues and could open up opportunities for further research in this area. 

Proposed time schedule/programme 

This section should lay out the time schedule for the research, analysis and write-up of the 

research paper and should indicate approximate dates with key deliverables. Dates of 

submission to both advisers and the IMW must be those specified by the IMW. 

January 2018: Submit final research paper proposal to Institute. 

January 2018: Review existing literature. Qualify final questions for the survey of graduates. 

February/March 2018: Survey graduates and analyse results. Carry out qualitative 

interviews over Skype. 

Mid to end March 2018: Partner survey results with literary data to substantiate findings. 

April/May 2018: Write up research paper. Edit and format into finished project.  

1 May 2018: Confirm submission of research paper to the Institute. 
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10 May 2018: Submit first draft to adviser. 

1 June 2018: Submit final research paper to adviser. 

29 June 2018: Final submission to the Institute. 
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