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Foreword
The Guidelines for Gender Balance Performance and
Reporting are an excellent initiative that will support
businesses to make progress on the employment,
retention and promotion of women in the workplace. At
a time when gender diversity has reached a high point in
community and company consciousness, it is important
that we continue to build on the efforts of all those in
industry, business and government who have contributed
to creating a climate of change around gender diversity.
The Guidelines are clearly and logically set out and equally
applicable to businesses small and large. The three stages
— Getting started, Getting there and Getting serious —
enable organisations to ﬁnd their place on the diversity
continuum and then benchmark their progress. One aspect
of the Guidelines that is particularly important is ensuring
accountability for achieving the gender balance indicators.
This is critical for success.
Liz Broderick
Sex Discrimination
Commissioner

The Male Champions of Change group was convened
in 2010 in recognition that, without strong leadership
and accountability, there is little chance of achieving real
change.
With the passage of the Workplace Gender Equality Act
2012, these Guidelines are also a very timely and welcome
addition for any business with more than 100 employees
required to report annually on gender diversity. The key
gender balance indicators set out in the guidelines form a
best practice framework for action that companies can use
to enhance female workforce participation.
I commend Women on Boards for its initiative in bringing
the Guidelines Development Committee together to
develop this important tool and recommend the Guidelines
to any business as an important aid in maintaining the
momentum and bias towards action on gender balance.
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Preface
The Guidelines for Gender Balance Reporting and
Performance Australia (the Guidelines) are a practical and
relevant framework to enable Australian entities to raise
their performance and reporting of gender balance in their
workforce. The Guidelines are a response to:
s the economic necessity to utilise all appropriately
qualiﬁed and experienced human talent in the
Australian workplace
s Principles 2 and 3 in the Australian Corporate
Governance Council’s Corporate Governance
Principles and Recommendations (2nd ed, with 2010
amendments), aspects of which require ASX listed
companies to report on gender balance
s the Workplace Gender Equality Act 2012 requiring
non-public sector entities with 100 or more employees
to report on gender equality outcomes and provide
the Workplace Gender Equality Agency (WGEA) with
standardised data by 2014, and
s requests for a ‘best practice’ framework on the steps
and measures for improving gender balance within
entities.

1
2
3
4

The Guidelines are applicable for public and private
entities, from the largest ASX listed company to small
to medium-sized enterprises. They are a resource for
entities to achieve cultural change, rather than to
achieve compliance with reporting obligations. Reporting
obligations are dealt with by other agencies.
Use of the Guidelines is voluntary, and it is hoped that
they will be adopted broadly and integrated into corporate
governance reporting.
The Guidelines have taken into account the gender
equality indicators developed by the WGEA. Members
of the Guidelines Development Committee have been
active participants in the consultation on WGEA reporting
matters.
Existing guidelines on gender balance reporting produced
by the ASX Corporate Governance Council1, Chartered
Secretaries Australia2, FINSIA3, the Global Balance and
Inclusion Benchmarks4 and a wide variety of research
studies on best practice in gender balance have also
been taken into consideration in the production of these
Guidelines.

ASX Corporate Governance Council, 2010, Corporate Governance Principles and Recommendations, 2nd ed (with 2010 amendments)
Chartered Secretaries Australia, 2011, Good Governance Guide: Issues to consider in developing a policy on diversity
Financial Services Institute of Australasia, 2011, Promoting Gender Equity Through Transparency, May
O’Mara J and Richter A, 2006, Global Diversity and Inclusion Benchmarks
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How to use the guidelines
The Guidelines have been written as a practical guide for
any entity seeking to improve its practice in relation to
gender balance in the workforce.
The Guidelines contain gender balance indicators that
entities can adopt in order to:
s collect and analyse data on gender balance
s report on the current state of gender balance, and
s report on progress against measurable targets to
improve gender balance outcomes.
The key element of the Guidelines is the Framework
for data collection, analysis, reporting and performance
improvement (the Framework), which is intended to
assist entities to set measurable targets for increased
participation by women.
The Framework covers seven sections as follows:
1. Policies and practices in relation to gender balance
in the workplace
2. Areas where data should be collected in order to
develop a comprehensive workplace proﬁle
3. Good practices to achieve pay equity
4. Measuring effectiveness of ﬂexible work practices

Entities that may already be implementing the majority of
the gender balance indicators could consider providing
the Guidelines and Framework to their clients, suppliers,
outsource providers and customers, as part of an outreach
program to assist them to improve gender balance with
their own organisations.
The Framework is progressive, so that entities can identify
at which stage of the gender balance journey they ﬁnd
themselves, and select activities for implementation that
progresses them to the next stage.
Gender balance frequently varies according to
organisational level, so it is important to identify
information about gender balance at different levels in
the entity. It can be a challenging experience for entities
to ﬁnd out the answer to all of the questions set out in
the Framework, but without clarity of this kind, progress is
likely to be piecemeal and possibly ineffective.
The Guidelines also contain a sample of a dashboard/
scorecard that can be used to report to the board on gender
balance within the entity. The Excel spreadsheets which each
entity can use to generate its own dashboard/scorecard,
utilising data collected within the entity, can be found at
www.csaust.com/genderbalance and
www.womenonboards.org.au.

5. Policies for recruitment and promotion
6. A guide for evaluation and development
7. Mechanisms for communication and information
Any entity can use the Framework to assist it in the short
term as it moves to comply with the Workplace Gender
Equality Act 2012 requiring it to report on the gender
composition of its workforce, as well as analysing the data
to identify areas of weakness and implement initiatives to
improve performance.
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Context
There has been an increasing focus in Australia on improving
the representation of women at senior executive and
board levels for some years. For leading entities, this focus
underpins a desire to improve long-term performance and
optimise the human capital available to the organisation.
Research supports the economic and business case for
increased participation by women in senior roles5, and
gender balance at senior levels within organisations is an
excellent basis for diversity more generally.6

In 2009, the Corporations and Markets Advisory
Committee (CAMAC) released its report, Balance on
Boards of Directors. It concluded that a ‘focus on a more
robust and open approach to board appointments, and
initiatives to encourage the development of women in
executive management, are the most effective ways to
foster a governance culture that embraces diversity in the
composition of corporate boards’.9

Signiﬁcantly, measurement of gender balance indicators
is strongly associated with positive progress — recent
McKinsey research shows that companies aware of
internal gender-related metrics are 2.4 times more likely to
successfully deliver equality outcomes than companies that
don’t understand their metrics as a starting point.7

International reporting initiatives

Drivers of change
Changes in reporting obligations have been driven by
research on poor gender equality outcomes at the senior
management level in Australian entities. Reporting is
intended to assist entities to gather information so that
they have a clearer understanding of gender balance
within their organisations and what objectives they need to
put in place to improve gender equality.
The limited gender balance of the economy was
highlighted when the Equal Opportunity in the Workplace
Agency (EOWA) released its 2008 Australian Census
of Women in Leadership. The census found that the
percentage of women on ASX200 boards and in executive
manager positions had declined since 2006. The 2012
Australian Census of Women in Leadership showed limited
progress, certainly insufﬁcient to address existing poor
gender equality outcomes at the senior management level
in Australian entities.8

Internationally, initiatives to promote gender balance on
company boards in other developed economies were
exploring the introduction of quotas. In 2006, Norway
introduced a quota system that required the boards of
publicly listed companies to be comprised of up to 40 per
cent of the under-represented gender by 1 January 2008.
In 2011, the French Parliament passed a law requiring
large companies to reserve at least 20 per cent of their
boardroom positions for women by 2014 and 40 per cent
by 2017. Spain has introduced a regulatory requirement
that private companies awarded public contracts must
have at least 40 per cent of women on their board of
directors by 2015. In 2009, the United States Securities
and Exchange Commission released rule amendments
that require disclosure of whether and, if so, how a
nomination committee considers balance in identifying
nominees for director appointment.10 The European Union
is encouraging companies to meet a 40 per cent target of
inclusion of women on boards. In the United Kingdom, the
Davies Report in 2011 revealed a very slow increase in the
change of board composition in relation to gender parity,
and recommended that all FTSE 350 companies should set
out the percentage of women they aim to have on their
boards in 2013 and 2015.11

5

Goldman Sachs JBWere, 2009, Australia’s Hidden Resource: The economic case for increasing female participation, November; Catalyst, 2007, The Bottom Line:
Corporate Performance and Women’s Representation on boards, October; McKinsey & Company, 2010 , Women Matter: Women at the top of corporations
6 Brown DAH, Brown DL and Anastasopoulos V, 2002, ‘Women on Boards: Not just the Right Thing ….But the “Bright” Thing’, The Conference Board of Canada
7 Devillard S, Graven W, Lawson E, Paradise R and Sancier-Sultan S, 2012, Women Matter: making the breakthrough, McKinsey & Company
8 Equal Opportunity in the Workplace Agency, 2012, 2012 Australian Census of Women in Leadership
9 Corporations and Markets Advisory Committee, 2009, Diversity on Boards of Directors, 13 August, 2012
10 United Kingdom Department for Business, Innovation and Skills, 2011 , Women on boards, (the Davies Report), February
11 Proxy Disclosure and Solicitation Enhancements, Securities Act Release No. 33-9052, Exchange Act Release No. 34-60280, 74 Fed Reg. 35076 (proposed July 17,
2009) available at www.sec.gov/rules/proposed/2009/33-9052.pdf
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Australian reporting initiatives

Improving gender balance

In 2010, while discussion was taking place as to whether
Australia should introduce quotas, the ASX Corporate
Governance Council introduced amendments to the
Corporate Governance Principles and Recommendations
addressing corporate Australia’s historically poor
performance on gender balance. Aimed at providing
greater transparency as to how entities are progressing
with increasing the participation of women in senior roles,
entities listed on the Australian Securities Exchange (ASX)
were for the ﬁrst time required to establish a diversity
policy and publish it, and boards of listed companies
were also required to set measurable objectives for
achieving gender diversity. The reporting is under the ‘if
not, why not’ regime, where if a company considers that
a recommended governance practice is inappropriate to
its circumstances it has the ﬂexibility not to adopt it — a
ﬂexibility tempered by the requirement to explain why.12

The Guidelines recognise that:

The Workplace Gender Equality Act 2012 introduced
requirements for entities of over 100 employees to report
on female workforce numbers to the Workplace Gender
Equality Agency (WGEA). The legislation extends beyond
listed entities to private and unlisted entities. In the past,
this data has not been elevated to board level and the
challenge will be to report it in a manner that ensures that
the board is properly informed.
While the new reporting obligations have been greeted
positively, there has been concern expressed that reporting
to date is inconsistent and speaks to intention more than
action. The lack of comparable data makes it difﬁcult, both
internally and externally, to assess progress, including at
a macro level. Entities seeking to improve participation
and reporting can struggle to ﬁnd guidance on strategies
to increase gender balance at senior levels and enhanced
transparency in their disclosures.

s government and non-government organisations have
an interest in gender equality, and the gender balance
indicators will prove useful to such bodies
s participation of women in senior roles is unlikely to
increase without greater progress with regard to:
– determining those gender balance initiatives that
should be formally adopted as measurable objectives,
and
– being accountable to stakeholders on progress
toward achieving those measurable objectives.13
Without accurate information, entities will be unable to
make the necessary changes to meet the needs of their
stakeholders or the communities in which they operate.
Australia has not introduced quotas to facilitate gender
balance, but without measurable progress that can be
reported year-on-year, the Guidelines Development
Committee is of the view that quotas may be viewed as a
necessary next step by the government and regulators.
The Guidelines Development Committee believes that the
cultural shift that can take place within entities as they
set their own targets and work toward achieving them
can lead to more optimal outcomes than a compliancebased approach to meeting quotas. Committee members
encourage all entities to use the Framework to:
s implement a set of gender balance indicators to provide
them with information on gender balance
s ensure that their measurable objectives are sustainable
so that they can assess performance against them, and
s report to stakeholders on progress.

12 ASX Corporate Governance Council, 2010, Corporate Governance Principles and Recommendations, 2nd ed (with 2010 amendments)
13 Devillard S, Graven W, Lawson E, Paradise R and Sancier-Sultan S, 2012, Women Matter: making the breakthrough, McKinsey & Company
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Scope of the Guidelines
1. Purpose

4. Priorities

The purpose of the Guidelines is to:

(a) Provide a simple, accessible performance assessment
and reporting system for all entities.

(a) provide a practical framework for entities to measure,
report and enact change in relation to gender balance
in their workforce

(b) See the Guidelines widely adopted and become
market practice.

(b) raise the quality of practice and performance in
relation to gender balance across Australian entities
(c) offer a transparent and market-oriented approach
for companies to understand, analyse and report
performance on gender balance
(d) create a culture of continuous improvement in
relation to achieving stated goals and improving
gender balance in the workforce
(e) educate and inﬂuence management and inform
workforce behaviour.

2. Promise
(a) To provide your entity (board, management and
employees) with the information and enablers
needed to address issues in relation to gender
balance and improve performance and reporting.
(b) To enable benchmarking to inform internal practices,
accountability to stakeholders (shareholders,
customers, clients, supply chain, outsource providers,
creditors, industry, community-at-large) and
comparison within the marketplace.

(c) Assess, reﬁne and update the Guidelines based on
feedback from entities and government agencies.
(d) Inspire entities to implement best practice
performance and reporting on gender balance.
(e) Make reported data more widely available to
enable further research, industry benchmarking and
continuous improvement.

5. Plan
(a) Sign on industry bodies, entities and relevant
organisations to endorse, advocate and promote the
Guidelines.
(b) Review and update the Guidelines as required.
(c) Complement existing and new ASX Corporate
Governance Council Corporate Governance Principles
and Recommendations, the Workplace Gender
Equality Act 2012 and other legislative requirements
and industry codes.
(d) Continue to work with the government and industry
bodies on the development of sound practice in
relation to gender balance.

3. Principles

6. Performance

The following principles informed the Guidelines:

The measure of the success of the Guidelines will be based
on:

(a) The Guidelines have a solid grounding in Australian
and international research on gender balance and
gender balance in the business context.
(b) They enable the full potential of all male and female
employees and board members to deliver social and
economic beneﬁts and create more gender-balanced
workforces.
(c) Organisations with a strong market-orientation need
guidelines that have the ﬂexibility required to respond
to changing practices and environments, giving
companies the capacity to drive change at their own
pace in their business and industry context.

(a) widespread use of the Framework for data collection,
analysis, reporting and performance improvement
(p 14) by small, medium and large companies
(b) evidence of an improvement in gender balance
practice and performance across a mix of Australian
entities in a ﬁve-year period
(c) data readily available for independent analysis of
gender balance performance and reporting
(d) evidence of a culture shift in entities in relation to
improving gender balance in the workforce.
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Framework for data collection,
analysis, reporting and
performance improvement
The Framework provides a detailed outline of measures
(indicators) that entities might use to generate insights
about gender balance. The gender balance indicators
focus on areas known to affect gender balance in entities
and are based on published research, in-situ experience,
anecdotal evidence and input from both the Guidelines
Development Committee and the larger group noted in the
acknowledgements.

The Framework also provides sample answers as a guide
on a completed dashboard/scorecard and indicative
references supporting why these speciﬁc initiatives are
understood to be effective.

The Framework contains 44 gender balance indicators
grouped under seven key gender balance indicators:

Guideline levels

1. Policy and practices
2. Workplace proﬁle
3. Pay equity
4. Flexible work practices
5. Recruitment and promotion
6. Evaluation and development
7. Communication and information
All of these key gender balance indicators provide insight
into the culture of the entity.
Each has been assigned a reporting trigger:

In this way, mandatory reporting obligations are clear, and
greater reliability and consistency can be achieved through
a standard accountability platform.

The Framework contains three levels to assist entities to
understand how the Guidelines can be applied.

Getting started
Entities have decided to take action to improve gender
balance within the organisation. This level provides
them with the ﬁrst step of collecting data so that they
can embark on a fact-based diagnosis of the existing
gender balance within the entity. It also starts to assign
accountability within the entity.

Getting there

s Principle 3 — mandatory to disclose if adopted for ASX
listed entities, and if not why not

Entities have completed all the steps in the ﬁrst level
of ‘Getting started’ and through analysis of the facts
are starting to develop a deeper understanding of the
programs and practices that will need to be implemented
in order to improve gender balance.

s Good practice to collect, analyse and/or disclose

Getting serious

Where there is a speciﬁc reporting obligation, an
accountability has been assigned to:

The entity has embraced the concept of improving gender
balance and is implementing programs and practices to
affect culture and performance across the entity. This
level also involves ongoing evaluation of the success or
otherwise of those programs and practices.

s Principle 2 — mandatory to disclose if adopted for ASX
listed entities, and if not why not

s the board
s the CEO
s the head of human resources.
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Policies and practices

Policies and practices

Policies and practices

Policies and practices

Policies and practices

Policies and practices

Policies and practices

1

2

3

4

5

6

7

The board

The board

Getting started

Getting started

Principle 3: Mandatory
Annual reporting of the proportion
to disclose if adopted
of women employees in the whole
organisation, women in senior executive for ASX listed entities
positions and women on the board
Principle 2: Mandatory
to disclose if adopted
for ASX listed entities

Disclosure of board selection process —
a statement as to the mix of skills and
diversity for which the board is looking
to achieve membership of the board

CEO

Good practice

Getting started

Good practice

Head of human
resources/head
investor relations

The board

Getting started

Principle 3: Mandatory
to disclose if adopted
for ASX listed entities

The board

Accountability

CEO

Getting started

Guideline level

Getting started

Good practice

Good practice

Reporting trigger

Getting started

Flexible work practices available to staff

Circulate the diversity policy to
shareholders and employees, receive
feedback and monitor

Develop and disclose a diversity policy
and action plan

Diversity Council or similar chaired by
CEO or CEO–1

A sex discrimination and harassment
policy

Gender balance indicators

Guidelines for Gender Balance Performance and Reporting Australia

Key gender balance
indicators

No

Policies and practices

Annual report and/or website to include a
summary of process

Annual report and/or website to include
metrics as indicated below or applicable
percentages

1, 3

Page 5

1, 3, 4, 6,
9, 11

1, 2, 3, 4

4, 9
See Gender balance dashboard/scorecard
www.csaust.com/genderbalance
www.womenonboards.org.au
See Gender balance resources provided by
WGEA and AHRC
www.wgea.gov.au
www.humanrights.gov.au

1, 3, 4, 6,
9,11

2, 4, 9

3, 4, 9

References

Annual report and/or website to include a
summary of policy and annual assessment

See Gender balance dashboard/scorecard
www.csaust.com/genderbalance
www.womenonboards.org.au

Resources provided by WGEA and the
Australian Human Rights Commission
(AHRC) on their websites
www.wgea.gov.au
www.humanrights.gov.au

Explanation / support

Policies and practices

Policies and practices

Policies and practices

Policies and practices

Policies and practices

Policies and practices

8

9

10

11

12

13

Procurement policy includes guidelines
for supplier and outside providers
reporting on workforce gender
composition as a minimum threshold
for doing business

Paid parental leave above legislated
minimum

Internal procedures to review
effectiveness of diversity policy

Publicly stated gender targets for
women in management and senior
executive positions

Annual reporting of performance
against measurable objectives

Annual reporting of measurable
objectives as set out in the policy for
achieving gender diversity

Gender balance indicators
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Key gender balance
indicators

No

Policies and practices

The board

The board

Getting serious

Getting serious

Good practice

The board

Good practice

Good practice

Getting there

Getting there

Good practice

The board

The board

Getting there

Principle 3
Mandatory to
disclose if adopted
for ASX listed entities
Principle 3
Mandatory to
disclose if adopted
for ASX listed entities

Accountability

The board

Guideline level

Getting there

Reporting trigger

See Gender balance dashboard/scorecard
www.csaust.com/genderbalance
www.womenonboards.org.au

WGEA resources: How To Guide for
Parental Leave
www.wgea.gov.au/Information_Centres/
Media_Centre/Key_Issues_for_Women_in_
the_Workplace/Child_Care.asp

See Gender balance dashboard/scorecard
www.csaust.com/genderbalance
www.womenonboards.org.au

Annual report and/or website to include
targets

Annual report and/or website to include
performance against objectives

Annual report and/or website to include
objectives

Explanation / support

4
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3, 4, 6, 9

1, 2, 3, 4,
6, 9, 11

1, 3, 4, 6,
9, 11

1, 3, 4, 6,
9, 11

References

Workplace proﬁle

Workplace proﬁle

Workplace proﬁle

Workplace proﬁle

14

15

16

17

Number of graduates recruited by
gender:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Number of middle management by
gender:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Number of senior executives (CEO–1
and/or CEO–2) by gender:
- full-time, operational roles
- full-time, functional roles
- part-time, operational roles
- part-time, functional roles

Number of all employees by gender:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Gender balance indicators
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Key gender balance
indicators

No

Workplace proﬁle

Good practice

Good practice

Good practice and
will inform reporting
against Principle 3

Good practice and
will inform reporting
against Principle 3

Reporting trigger

Getting started

Getting started

Getting started

Getting started

Guideline level

Head of human
resources

Head of human
resources

Head of human
resources

Head of human
resources

Accountability

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

Explanation / support
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1, 3, 4, 5,
6, 8, 10,
11, 12

1, 3, 4, 5,
6, 8, 10,
11, 12, 13

1, 3, 4, 5,
6, 8, 10,
11, 12, 13

1, 3, 4, 5,
6, 8, 10,
11, 12

References

Workplace proﬁle

Workplace proﬁle

Workplace proﬁle

18

19

20

Employees identiﬁed as high-potential
/ top talent or on similar development
programs by gender:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Number of exits from senior executive
roles (CEO–1 and/or CEO–2) by gender
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

- Number of new appointments to
senior executive roles (CEO–1 and/or
CEO–2) by gender:
- full-time, operational roles
- full-time, functional roles
- part-time, operational roles
- part-time, functional roles

Gender balance indicators
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Key gender balance
indicators

No

Workplace proﬁle

Good practice

Good practice

Good practice

Reporting trigger

Getting there

Getting there

Getting there

Guideline level

Head of human
resources

Head of human
resources

Head of human
resources

Accountability

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

Explanation / support
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1, 3, 4, 5,
6, 8, 10,
11, 12

1, 3, 4, 5,
6, 8, 10,
11, 12, 13

1, 3, 4, 5,
6, 8, 10,
11, 12, 13

References

Pay equity

Pay equity

Pay equity

21

22

23

Starting salary by gender for graduates

Analysis of pay by gender including
base remuneration, salary beneﬁts and
performance-based remuneration:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Identiﬁcation of, and strategies to
reduce, the gender pay gap

Gender balance indicators
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Key gender balance
indicators

No

Pay equity

Good practice

Good practice

Good practice

Reporting trigger

Getting there

Getting started

Getting started

Guideline level

Head of human
resources

Head of human
resources

CEO

Accountability

WGEA tools on pay equity and the gender
pay gap available at www.wgea.gov.au/
Pay_Equity/Pay_Equity_Tools.asp

See Gender balance dashboard/scorecard

WGEA tools on pay equity and the gender
pay gap available at www.wgea.gov.au/
Pay_Equity/Pay_Equity_Tools.asp

Explanation / support
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1, 3, 4, 5,
6, 8, 10,
11, 12

1, 3, 4, 5, 6

References

Flexible work practices

Flexible work practices

Flexible work practices

Flexible work practices

24

25

26

27

Good practice

Good practice

Reporting trigger

Number of all employees by gender
who exit the organisation (including
via redundancy) 12–24 months after
returning from parental leave:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles
Good practice

Number of all employees by gender
Good practice
who return to work after parental leave:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Number of all employees by gender
who utilise parental leave:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Number of all employees by gender
who utilise ﬂexible work practices (for
example, telecommuting, compressed
hours, ﬂexi-time):
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Gender balance indicators
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Key gender balance
indicators

No

Flexible work practices

Getting started

Getting started

Getting started

Getting started

Guideline level

Head of human
resources

Head of human
resources

Head of human
resources

Head of human
resources

Accountability

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

Percentage of promotions for the year to
employees or parental leave

Explanation / support
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1, 2, 3, 4, 6, 7

1, 2, 3, 4, 6, 7

1, 2, 3, 4, 6, 7

1, 2, 3, 4, 6, 7

References

Recruitment and
promotion

Recruitment and
promotion

Recruitment and
promotion

Recruitment and
promotion

Recruitment and
promotion

Recruitment and
promotion

Recruitment and
promotion

28

29

30

31

32

33

34

Percentage of employees eligible to
participate in annual remuneration
reviews by gender

Percentage of employees promoted
while on parental leave by gender

For all promotions/placements
to senior executive positions
(CEO–1 and CEO–2):
numeric breakdown by gender
- number of applications
- number of promotions/placements
awarded

Number of internal and external
candidates shortlisted for senior
executive positions (CEO–1 and CEO–2)
by gender

Entity’s recruitment policy requires
external recruiters to meet targets for
inclusion of suitably qualiﬁed male and
female candidates on a shortlist

Internal recruitment policies and
processes required to include suitably
qualiﬁed male and female candidates
on the shortlist

At least one suitable representative of
each gender required on interview panels

Gender balance indicators
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Key gender
balance
indicators

No

Recruitment and promotion

Head of human
resources
Head of human
resources/CEO

Getting serious
Getting serious

Good practice

Head of human
resources

Good practice

Getting serious

Head of human
resources

Getting serious

Good practice

Good practice

CEO

Getting there

Good practice

CEO

Getting there

Good practice

CEO

Accountability

Getting started

Guideline level

Good practice

Reporting trigger

See Gender balance dashboard/scorecard

See Gender balance dashboard/scorecard

Explanation / support
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1, 3, 4, 6,
11

1, 3, 4, 6,
11

1, 3, 4, 6,
11

3, 4, 11

1, 4, 11

3, 4

References

Evaluation and
development

Evaluation and
development

Evaluation and
development

Evaluation and
development

Evaluation and
development

35

36

37

38

39

Key performance indicators (KPIs) on
gender balance targets included in
annual performance scorecards for all
managers

Key Performance Indicators (KPIs) on
gender balance targets included in
annual performance scorecards for:
- CEO(s)
- CEO–1, CEO–2

Employee participation in mentoring
and sponsorship programs by gender:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Employee participation in leadership or
similar role development programs by
gender:
- full-time, operational roles
- full-time, functional roles
- full-time, support roles
- part-time, operational roles
- part-time, functional roles
- part-time, support roles

Formal job evaluation/classiﬁcation and
performance review processes

Gender balance indicators
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Key gender
balance
indicators

No

Evaluation and development

The board / CEO

The board / CEO

Getting serious

Good practice

Head of human
resources

Head of human
resources

Head of human
resources

Accountability

Getting serious

Getting there

Getting there

Getting started

Guideline level

Good practice

Good practice

Good practice

Good practice

Reporting trigger

See Gender balance dashboard/scorecard
in Toolkit
www.csaust.com/genderbalance
www.womenonboards.org.au

See Gender balance dashboard/scorecard
in Toolkit
www.csaust.com/genderbalance
www.womenonboards.org.au

See Gender balance dashboard/scorecard
in Toolkit
www.csaust.com/genderbalance
www.womenonboards.org.au

Explanation / support
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1, 3, 4, 5,
6, 7

1, 3, 4, 5,
6, 7

3, 4

References

Communication and
information

Communication and
information

Communication and
information

Communication and
information

Communication and
information

40

41

42

43

44

Conduct workshops, training and
information sessions for all staff
regarding gender balance issues in
the workplace, unconscious bias and
the initiatives being taken to achieve
improved gender balance outcomes

All gender balance initiatives are
evaluated for effectiveness and impact

Mechanism for staff to provide input
to and feedback on gender balance
initiative. Management provides
responses to feedback to demonstrate
genuine consideration of staff input

Anonymous employee surveys are
conducted to benchmark staff attitudes
to gender balance, track changes and
test perceptions of achievements

Visible commitment at CEO and
senior management level, including
articulation of a compelling business
case for gender balance in the entity as
part of the business strategy

Gender balance indicators
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Key gender
balance
indicators

No

Communication and information

Getting there

Good practice

Getting there

Good practice

Getting there

Getting there

Good practice

Good practice

Getting started

Guideline level

Good practice

Reporting trigger

Head of human
resources / CEO

Head of human
resources

Head of human
resources

Head of human
resources

CEO

Accountability

Track the percentage of employees who
have undertaken training

See Appendix D: Sample annual employee
survey questions

Explanation / support

2, 3

2

2

2

2,3
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Appendix A: Corporate
Governance Principles and
Recommendations (2nd ed,
with 2010 amendments)
Entities listed on the ASX are required under the listing
rules to report against the Corporate Governance Principles
and Recommendations annually. Reporting is on an ‘if not,
why not’ basis.
Principle 2 addresses structuring the board to add value.
It recommends companies have a board of an effective
composition, size and commitment to adequately
discharge its responsibilities and duties.
Recommendation 2.6 requires companies to include in the
corporate governance statement in the annual report ‘a
statement as to the mix of skills and diversity for which the
board of directors is looking to achieve in membership of
the board’.
Principle 3 addresses the promotion of ethical and
responsible decision-making. Its key recommendations on
diversity are as follows.

Recommendation 3.2
Companies should establish a policy concerning diversity
and disclose the policy or a summary of that policy.
The policy should include requirements for the board
to establish measurable objectives for achieving gender
diversity and for the board to assess annually both the
objectives and progress in achieving them.

Recommendation 3.3
Companies should disclose in each annual report the
measurable objectives for achieving gender diversity set
by the board in accordance with the balance policy and
progress towards achieving them.

Recommendation 3.4
Companies should disclose in each annual report
the proportion of women employees in the whole
organisation, women in senior executive positions and
women on the board.

Guidelines for Gender Balance Performance and Reporting Australia

Page 16

Appendix B: Workplace
Gender Equality Act 2012
The Workplace Gender Equality Act 2012 (the Act) was
passed by Federal Parliament in November 2012. The
Act amends the Equal Opportunity for Women in the
Workplace Act 1999 in order to support gender equality
and improve workforce participation and workplace
ﬂexibility and to expand the application of the Act to men
and all employers and employees in the workplace.

The Act requires employers with more than 100 employees
to lodge reports each year containing information relating to
various gender equality indicators. There is a range of reporting
triggers for the indicators that are yet to be identiﬁed.

The Act creates the Workplace Gender Equality Agency
(WGEA), formerly the Equal Opportunity in the Workplace
Agency, whose functions include advising and assisting
employers to promote and improve gender equality in the
workplace. The WGEA has the power to review a relevant
employer’s compliance with the Act by seeking further
information from an employer. Failure to comply will result
in the WGEA naming the employer in a report given to the
Minister or by electronic or other means (for example, on
the WGEA’s website or in a newspaper).

(b) gender composition of governing bodies of relevant
employers

Section 2A of the Act provides that the principle objects are:

(f) any other matters speciﬁed in an instrument under
section 1A of the Act.

(a) to promote and improve gender equality (including
equal remuneration between women and men) in
employment and in the workplace
(b) to support employers to remove barriers to the full
and equal participation of women in the workforce,
in recognition of the disadvantaged position of
women in relation to employment matters
(c) to promote, amongst employers, the elimination of
discrimination on the basis of gender in relation to
employment matters (including in relation to family
and caring responsibilities)
(d) to foster workplace consultation between employers
and employees on issues concerning gender equality
in employment and in the workplace
(e) to improve the productivity and competitiveness of
Australian business through the advancement of
gender equality in employment and in the workplace.

The gender equality indicators include:
(a) gender composition of the workforce

(c) equal remuneration between women and men
(d) availability and utility of employment terms,
conditions and practices relating to ﬂexible working
arrangements for employees and to working
arrangements supporting employees with family or
caring responsibilities
(e) consultation with employees on issues concerning
gender equality in the workplace, and

Minimum standards have been set by the Minister prior to
1 April 2014. The standards will require strict compliance.
The WGEA’s powers have been extended such that they
will be empowered to call on companies to provide
full details of reporting data as against the Act and or
compliance with minimum standards.
As a major show of government support for this Act,
it is presently intended that failure to comply with
the Act may result in the employer not being eligible
to compete for contracts under the Commonwealth
procurement framework and possibly not being eligible for
Commonwealth grants or other ﬁnancial assistance.
In addition, the Act provides for consequential
amendments to the Equal Employment Opportunity
(Commonwealth Authorities) Act 1987, Equal Opportunity
for Women in the Workplace Act 1999 and Tertiary
Education Quality and Standards Agency Act 2011.
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Appendix C: Deﬁnitions
The following deﬁnitions are provided to promote transparency by using a common reporting baseline. Where entities
cannot apply deﬁnitions to their exact circumstances, they are to report how deﬁnitions are modiﬁed so that variances
from the baseline are recorded and this tool can also be further developed.
Accountability

The person(s) within an entity with responsibility to implement the gender balance indicator(s)

Core business(es)

The primary area or activity that an entity undertakes or focuses on in its business operations and
enterprises

Culture

The behaviours and beliefs characteristic of an entity

Entity

In context of measuring performance, includes a business entity such as a corporation, trust,
partnership and the like; and includes all related and afﬁliated entities, e.g. a national corporation
may consist of state-based subsidiaries, in which case reporting is across the national entity

Fear of reprisal

An unpleasant feeling that negative consequences will follow any particular activity or speech.
Consequences could be both direct or indirect; short- or long-term; be job-, personal- or social
status-related and include negative behaviours, for example, bullying

Flexible work practices

Also known as ﬂexible work arrangements. The ability for employees to decide and agree
with their employer how and when work will be done and coordinated with others outside of
standard or traditional work processes, for example, telecommuting, compressed hours and/or
days, ﬂexi-time, work-from-home

Full-time

An employee who works for 35 hours or more in a work week; this includes permanent and
long-term (12 months +) contract staff

Gender balance indicators

These are instruments used to measure, implement and monitor the participation of men and
women in the entity’s workforce

Gender balance practices

Speciﬁc initiatives articulated in written documents, prepared by the entity and generally available
to employees (for example, individual performance plans will not be available to all employees),
which are focused on improving gender balance in the workplace

Gender pay gap

Economic inequality in the pay difference between men and women occupying the same role.
If there is no comparative role, then a peer assessment using a minimum of three alternate peer
roles should be considered, combined with external benchmarking

Guidelines level

A measure of the degree to which the entity has embraced programs and practices to improve
gender balance

Job tasks

Work-based activities and/or opportunities initiated by an employer which ought to be handed
out equally, irrespective of gender; the scope or brief; the size or scale; and the status within or
importance to the business activity or enterprise

Key decision-making

Core business resolutions
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Middle management

The group of employees which meets the deﬁnition of middle management from the middle
layer in an entity’s operational hierarchy

Middle manager

Middle managers can include those functional and/or operational and/or support roles that
directly oversee other employees in carrying out daily business activities. The role must be entirely
responsible for managing the short- and long-term performance of direct reports, including
remuneration (base, salary beneﬁts and performance-based); and is responsible for ﬂexible
workplace and gender balance practices

Negative career or
performance impact

Impact that diminishes an employee’s ability to fully function in their role or to fulﬁl a natural
progression in their chosen role. Includes demotion, sidelining or side-benching. A negative
impact may arise from a lack of transparency in the way promotions occur or performance is
assessed in a business

Outsource provider

A third-party individual or group contracted by the entity to provide business functions, products
or services

Part-time

In general, an employee who works between 1 hour to 34 hours per week; this includes
permanent and long-term (12 months +) staff

Peers

Fellow employees in the exact same role with the exact same job description and reporting
function. Where there is no duplicated role, a role which provides the same beneﬁt to the core
business, with similar reporting function and pay level and structure.

Promotion

The way an employee advances within an entity which effects a formal change in position, role
and/or job tasks. Typically it is associated with a higher rate of pay or ﬁnancial bonus

Remuneration base

This is the minimum salary an employee is paid and may or may not be calculated inclusive of
superannuation. It excludes other salary beneﬁts (see below).

Remuneration performancebased

This can include short-term incentives (STIs) or long-term incentives (LTIs).
STIs include annual bonus structures based upon set performance criteria established in a prior
period.
LTIs include awarding of shares and other ﬁnancial rewards which may only activate after a
longer period

Reporting trigger

The mechanism which propels the collection and disclosure of information relating to gender
balance within an entity

Resources

Work-based support which allows an employee to fulﬁl their role which ought to be handed
out equally, irrespective of gender, including access to: information; help from others; capital
funding; decision-makers; internal and external stakeholders (consumers, authorities, producers,
other businesses or departments); training and upskilling; networks
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Roles — functional

A functional expert in a speciﬁc segment within the core business of the entity. A critical cost
centre role or in the direct reporting line from a cost centre that often interacts with or directly
inﬂuences operational activities. Typically knowledge-based, this role can be a subject or topic
expert within an entity and may not necessarily have direct reports, for example, accounting,
marketing, or production. These roles may be corporate services, or embedded as a function
within a business and do not take direct responsibility for proﬁt or loss

Roles — operational

A critical decision-making core business role focused upon realising business, commercial,
investment opportunities from inception to completion and responsible for company
performance including proﬁt and loss. It is often referred to as a line management role with
direct reporting at the senior executive level. This role has cross- (or multi-) functional roles
reporting in at project or department or divisional level, i.e. it makes balanced core business
decisions, from access to a cross-section of the business(es), and it may not necessarily have
direct reports

Roles — support

Includes everything other than operational and functional roles. Predominantly covers
administrative responsibilities to support those in operational and functional roles. This includes
all secretarial, ofﬁce management and personal assistant roles, except where a person has
multiple direct reports and may ﬁt the deﬁnition of functional role

Role-development beneﬁts

This includes non-ﬁscal advantages gained in business areas that may be relationship or skillenhancing and which are typically needed in preparation for senior roles, for example, sitting on
internal cross-functional or external industry committees; presenting at industry-run courses or to
the entity’s board or senior executive team; gaining exposure to senior management other than
through direct reporting

Salary beneﬁts

This includes any employee reward or ﬁscal beneﬁt given for performance that is not base or
performance-based remuneration or superannuation. This includes items normally negotiated as
part of a salary package, for example, parking, a motor vehicle, health insurance, life insurance,
travel club, memberships

Shortlist

The list of candidates presented for ﬁnal decision-making to the person(s) responsible for making
the appointment to a particular role or position

Senior executive

Senior executive positions include department, divisional and/or business leaders and normally
include those in the C-suite (CEOs, CFOs, COOs and CIOs) and managing directors. This position
can include general managers. These employees normally are those with substantial decisionmaking power in relation to the entity. This deﬁnition includes executive directors but excludes
non-executive directors

Workplace Gender Equality
Agency (WGEA)

Formerly the Equal Opportunity in the Workplace Agency (EOWA)
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Appendix D: Sample annual
employee survey questions
The employee survey provides a tool using perception-based questions typically asked in an annual employee survey to
track year-on-year progress and identify areas that may need focus. Independent survey companies can provide detailed
break-down of responses by gender, age, workplace function or location and organisational position by demographic
coding. The results of the survey can be used for both internal and external benchmarking.
The following are suggested questions for measurement by gender (that is, coding to identify the respondent as male or
female), to provide an internal employee check against gender balance indicators, such as the existence of policies.
Category

Question to test

Strongly
agree

Agree

Neutral

Disagree

Strongly
disagree

Not
applicable

Policies and My company benchmarks gender balance against its
practices
market peers
I see gender balance targets set by my company being
met in all areas
I experience the beneﬁts my company’s gender balance
programs are having in the workplace
I can freely participate in the company’s gender balance
initiatives (e.g. ﬂexible workplaces/parental leave etc.)
without penalty (negative career or performance impact
or fear of reprisal)
My company’s procurement policy includes our
consultants, suppliers, outsource providers and others
with whom we do business to provide disclosure on
gender balance
Workplace
proﬁle

There are no obvious gender barriers to operational roles

There are no obvious gender barriers to functional roles
There are no obvious gender barriers to support roles
There are no obvious gender barriers to senior executive
roles
There is equal representation of men and women in core
business key decision-making roles
Pay equity

I am paid the same as my peers
I am being paid fairly for what I do
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Category

Question to test

Flexible work
practices

Senior executive roles in my company are designed
around ﬂexible work practices

Strongly
agree

Agree

Neutral

Disagree

Strongly
disagree

Not
applicable

Middle management roles in my company are designed
around ﬂexible work practices
Flexible work practices are only available to certain
groups within my company
I am given the ﬂexibility I need to balance my work and
personal life
I have not experienced negative career or performance
impacts from using ﬂexible work arrangements

Recruitment
and promotion

When jobs are being ﬁlled, my company considers a
diverse range of candidates
There is transparency around recruitment and
promotion processes; i.e. all jobs are advertised
with clear performance criteria and skill/experience
prerequisites
I am as equally able to migrate across functional or
operational roles as my peers to gain a promotion
I am familiar with the criteria for promotion in my
company
I am given fair opportunities for promotion at my
company
When a peer is promoted the reasons are fair and
aligned to our promotion policies and/or the pre-set
criteria
I would recommend my company as a great place to
work for a male colleague
I would recommend my company as a great place to
work for a female colleague
Any decision relating to ﬂexible work practices and
career (income, presence and/or advancement in
the workplace) is made irrespective of gender in my
household (i.e. caring is shared rather than seen as a
single-gender issue)
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Category

Question to test

Strongly
agree

Agree

Neutral

Disagree

Strongly
disagree

Not
applicable

I am allocated the same job tasks (scope/size/
standing) irrespective of my gender as those
assigned to my peers
I am allocated the same resources (support/access
to information) irrespective of my gender as those
assigned to my peers
I can access the same role beneﬁts irrespective of
my gender as those assigned to my peers
My company evaluates performance other than on
ﬁnancial objectives
My team is receptive to supporting everyone’s
individual career goals and in identifying
opportunities
Communication I believe my company openly communicates the
succession plan for key leadership roles and the
and
talent pipeline is able to draw from a diverse range
information
of people
I believe my company clearly communicates gender
balance practices available in the workplace

I see the board and senior executives model
behaviours which are consistent with our gender
balance practices
There are no cliques, factions and/or favouritism in
my company’s senior executive team(s)
My team is receptive to hearing and embracing an
individual’s original idea
Any decision relating to ﬂexible work practices and
career (income, presence and/or advancement in
the workplace) is made irrespective of gender in my
household (i.e. caring is shared rather than seen as
a single-gender issue)
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Appendix E: Stocktake survey
The stocktake survey provides a quick analysis of an entity’s current gender balance status. The questions follow the
structure of the Framework.

1.1 Policies and practices
Do you have and/or offer the following?

1

Published policy on gender diversity under the ASX Corporate Governance Council guidelines

2

Measurable objectives set by the board for achieving gender diversity in accordance with the diversity policy

3

Annual reporting of measurable objectives

4

Annual report of performance against measurable objectives

5

Gender diversity targets applied to senior executive and middle management performance

6

Paid parental leave above legislated minimum

7

Flexible work practices

8

Analysis of the gender pay gap in your company

9

A sex discrimination/harassment policy in your company

1.2 Workplace proﬁle (ASX Corporate Governance Council Recommendation 3.4)

1

Number of all employees by gender (full-time and part-time)

2

The following break-up should add up to the total number of employees above:

Yes

No

NA

Number

(a) The number of employees by gender in operational roles within the company’s core business(es)
(b) The number of employees by gender in functional roles
(c) The number of employees by gender in support roles
3

Number of senior executives (CEO–1 and CEO–2) by gender (full-time and part-time)

4

Number of board members by gender

5

Number of middle management by gender (full-time and part-time)

6

Number of new appointments to senior executive roles (CEO–1 and CEO–2) by gender

7

Number of exits from senior executive roles (CEO–1 and CEO–2) by gender
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1.3 Pay equity

1

Do you analyse the gender pay gap in your organisation?

2

If yes, does your analysis of the gender pay gap include base, salary beneﬁts and performance based
remuneration?

3

Do you provide the percentage pay gap between genders in your organisation to the board?

4

Do you have a target and strategy for improvement of the gender pay gap?

1.4 Flexible work practices

1

Do you provide the number of all employees by gender and organisational hierarchy (senior executive, middle
manager, other) who utilise ﬂexible work practices (telecommuting, compressed hours, ﬂexi-time etc) other
than parental leave?

2

Do you provide the number of all employees by gender and organisational hierarchy
(senior executive, middle manager, graduate employee) who utilise parental leave?

3

Do you provide the number of all employees by gender who do not return to work after
parental leave.

4

Do you provide the number of all employees by gender who exit the organisation either within 12 months of
returning from parental leave where there is no incentivised return-to-work program; or within 24 months of
any incentivised return to work program?

1.5 Recruitment and promotion

1

Do you require all external recruiters to include a gender mix in shortlisted applicants?

2

Do you require all interview panels to have a gender mix?

3

Do you provide the number of employees by gender identiﬁed as ‘top talent’ (strong candidates for internal
promotion) in performance evaluation processes?

4

Do you provide the number of graduate employees by gender?

5

Do you provide the number of internal promotions to senior executive positions (CEO–1 and CEO–2) by
gender?

6

Do you track career progress via promotion through the operational hierarchy (senior executive, middle
manager, graduate employee) by gender for employees who have been at the company
ﬁve or more years?

7

Do you have a formal exit survey process which includes assessing whether gender balance practices and/or
failures were a reason for leaving?
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1.6 Evaluation and development

1

Do you have a formal employee job evaluation process?

2

Do you have a formal employee performance evaluation process?

3

Do you provide the number of employees who participate in leadership development or management training
programs by gender?

4

Do you provide the number of employees who participate in mentoring programs by gender?

5

Does the company openly communicate and are employees familiar with the criteria for promotion in the
company?

6

Does the company openly communicate and are employees equally able to attend industry networking events
and or training programs as their peers?

1.7 Communication and information

1

Do you believe men and women have equal opportunity in this company?

2

Do you believe tasks (scope/size/standing) are allocated irrespective of gender and are equal to those assigned
to peers?

3

Do you believe role beneﬁts are allocated irrespective of gender and are equal to those assigned to peers?

4

Do you believe resources are allocated irrespective of gender and equal to those assigned to peers?

5

Are there equally the same number of men and women in core business key decision-making roles?

6

Do you believe all employees can freely participate in the company’s gender balance initiatives without
penalty?

1.8 Procurement

1

Yes

No

NA

Yes

No

NA

Yes

No

NA

Does your company’s procurement policy include disclosure on gender balance in accordance with these
guidelines for all consultants, suppliers, outsource providers and others with whom you do business?
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Appendix F: Sample
dashboard/scorecard
The graphs in this appendix are presented as a sample of a dashboard/scorecard as an informative tool for the board on gender
balance within the entity. The Excel spreadsheets which each entity can use to generate its own dashboard/scorecard, utilising
data collected within the entity that can be found at www.csaust.com/genderbalance and www.womenonboards.org.au.
Current guide level
Getting started

Getting there

Getting serious

Commentary
Provide an executive summary of the chart of the dashboard/scorecard, discussing current initiatives, their effectiveness,
the results achieved (expected and unexpected) and any other relevant information on progress, year-on-year. Entities are
also encouraged to discuss the barriers they face and how they intend to overcome them and, in later reports, comment
on whether this was achieved. Use the ‘Current guide level’, to illustrate how the entity is performing in each area with
reference to the entity’s current status, and targets for the short term (two years) and medium term (ﬁve years).

Overall organisational proﬁle

Other

Middle management

^ĞŶŝŽƌĞǆĞĐƵƟǀĞ

! Gender & gap

Total employess
2,064

All
OƉeraƟŽnal

Inner circle

circle

,

&ƵnĐƟŽnal

Support

Outer circle

,

All employees
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Workplace proﬁle
This year

Change YoY

Numeric gender gap

YoY trend — numeric gap
400

400
GAP (ALL)

200

GAP (MM)

100

GAP (SE)

100

ALL -Fctn
ALL -Sup
MM-Op
MM-Fctn
MM-Sup

-200

&ƵůůͲƟŵĞ

TOTAL

^ƵƉƉŽƌƚ

&ƵŶĐƟŽŶĂů

KƉĞƌĂƟŽŶĂů

^ƵƉƉŽƌƚ

&ƵŶĐƟŽŶĂů

0

0
-100

FY10

FY11

FY12

FY13

SE-Op

FY14

SE-Fctn

-100

Average

-200

WĂƌƚͲƟŵĞ

This year

Change YoY

Gender gap (%)

YoY trend — % gap

40

100%

ALL -Op

35

80%

ALL -Fctn

60%

ALL -Sup

30

Size (% people)

ALL -Op

300

200

KƉĞƌĂƟŽŶĂů

Size (no of people)

300

GAP (ALL)

25

40%

20

GAP (MM)

15

-20%

5

&ƵůůͲƟŵĞ

^ƵƉƉŽƌƚ

&ƵŶĐƟŽŶĂů

KƉĞƌĂƟŽŶĂů

^ƵƉƉŽƌƚ

&ƵŶĐƟŽŶĂů

KƉĞƌĂƟŽŶĂů

-10

FY10

FY11

FY12

FY13

FY14

-40%

0
-5

MM-Fctn

0%

GAP (SE)

10

MM-Op

20%

MM-Sup
SE-Op
SE-Fctn

-60%

Average

-80%
-100%

WĂƌƚͲƟŵĞ

YoY % Female presence in organisational hierarchy
100%

ALL -Op

90%

ALL -Fctn

80%

ALL -Sup

70%

MM-Op

60%

MM-Fctn

50%

MM-Sup

40%
30%

SE-Op

20%

SE-Fctn

10%

Mngt Average

0%
FY10
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FY11

FY12

FY13

FY14
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Pay equity
This year

Change YoY

Gender pay gap ($k)

YoY trend — pay gap ($k)

Average gap between genders ($k)

14.0

$16 k

FY12

12.0

FT-Op

$14 k

FT-Fctn

$12 k

10.0

FT-Sup

$10 k

8.0

$8 k

6.0

PT-Op

$6 k

4.0

PT-Fctn

$4 k

2.0

PT-Sup

$2 k

0.0
FT-Op

FT-Fctn

FT-Sup

PT-Op

PT-Fctn

$0 k

PT-Sup

FY10

FY11

FY12

FY13

FY14

Flexible workplace practices
This year

Change YoY

Inner circle
Remaining

Outer circle

WPs

YoY trend — Users — Flexible work practices

ng

Number of employees

Using FWPs

2,018

1,150

Total employee — Users — Flexible work practices

Inner circle
r circle

Out

Outer circle

s

Users — Flexible work practices
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Evaluation and development
This Year

! Inner circle

Outer circle

Senior executive promotion — applications/placement

Abbreviation legend
FT

Full time

Sup

Support

PT

Part time

ALL

All employees

Op

Operational

MM

Middle management

Fctn

Functional

FWP

Flexible work practices

(m)
(f)
App

Male
Female
Application

SE
Prom

Senior executive
Promotion

Intl

Internal

Extnl

External

Placed

Placement
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