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Introduction

The Insights Guide helps organisations to understand the Competitor Analysis Benchmark Reports provided
by the Workplace Gender Equality Agency (‘the WGEA!' or 'the Agency'). This Guide:

provides information about how to interpret the benchmarks,

suggests some key actions to improve performance for each Gender Equality Indicator (GEI).

About Competitor Analysis Benchmark Reports

Competitor Analysis Benchmark Reports are a powerful business tool, enabling employers to compare their
gender performance to that of their competitors, including Australian industry overall (all reporting
organisations), organisations within the same industry, and organisations of the same size, or a combination
of these groups.

Track progress towards gender
equality over time and relative
Begin here to other organisations

N

Assess and Analyse

Identify key areas of strength
and areas for improvement

After implementation of
policies and strategies, Revise &
track progress over time Measure Prioritise

Communicate key gender
) equality data to senior
Design & Commit leadership and obtain support

Develo for impl ting ch
Design and develop policies and P orimpiementing change

strategies including: gender pay /

equity, flexible working

The customised reports identify:
areas of strength,
areas for improvement,
track performance over a four year time-series (since 2013-14), and
track the effectiveness of organisations’ gender equality strategy over time.

Throughout the Competitor Analysis Benchmark Reports organisational data is colour and
the comparison group data is colour coded in grey.

Note: The Technical User Manual provides users of the benchmark reports with a more in-depth
understanding of the data collection and analysis processes.
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https://www.wgea.gov.au/sites/default/files/Benchmarks_Technical_User_Manual.pdf

Competitor Analysis Benchmark Reports and gender equality

Gender equality in the organisation starts with a performance diagnosis before designing a comprehensive
gender equality strategy.

Competitor Analysis Benchmark Reports are a tool to diagnose ‘where the organisation is at’. The following
guestions need to be considered when reviewing the organisation’s performance on each benchmark:

How is the organisation positioned against its competitors?

Are the organisation’s benchmark results above or below the comparison group average?
How has the organisation’s performance improved or changed since last year?

Where could the organisation’s performance be?

What actions can improve performance against each benchmark in the organisation?

The answers to these questions could point to possible areas of improvement, enabling the design of the
best gender equality strategy for the organisation.

The customised Competitor Analysis Benchmark Reports also track changes over time in the key areas for
gender equality.

Organisational performance can then be monitored as the organisation continues to report to the WGEA.

How to access Competitor Analysis Benchmark Reports

The Competitor Analysis Benchmark Reports are available to download from the WGEA reporting portal. To
maintain confidentiality of the Reports employers must log into the portal using an AUSkey.

Benchmarks in the portal

Organisation Reporting Recognition Pe
Organsaton ew & compiete Employer of Crokce

Once logged into the portal with the personal
Quick Links AUSKkey, click on the Performance tab located on
> Changestowo the main navigation banner.

C i c itor Analysi: k Reports

This page shows the most recent four reporting
periods for which the organisation reported. Click on
Accessing andu the desired reporting period.

Competitor Analy
Below the reporting periods is an overview of the
various reports available to each organisation,
broken down into sections: ‘All Organisations’,
‘Industry’, ‘Organisation size’ and ‘Industry and
benchmarks ™ Organisation size’'.

Further Information

The Gender strateqy toolkit supports the organisation when building a tailored strategy to improve gender
equality performance.

The Setting gender targets section provides resources that can help organisations to set gender targets in
the workplace.

The Addressing pay equity section offers a broad range of resources that can assist organisations to
understand and improve pay equity.

The Strateqgic approach to flexibility section provides organisations with a tactical approach to engaging
their workplace in the provision and utilisation of flexibility at work.
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Interpreting benchmarks

This section provides insights to understand and interpret organisational gender equality performance
benchmarks. It also provides ideas and key insights that can be drawn from the benchmarks.

Examples of common benchmark graphs and tables are included for each gender equality indicator (GEI)
and are accompanied by a short description and explanation.

GEI 1: Gender composition of the workforce

The 12 benchmarks under GEI 1 establish the workforce composition of manager and non-manager
categories by gender. They cover a range of workforce characteristics including occupation,
classification and employment status.

To understand the dynamics of gender composition, organisations need to track and influence the inflows
and outflows of female and male talent at each organisational level. It is not a static issue. Modelling of these
dynamics provides the basis for the design and implementation of challenging but achievable gender targets
that an organisation could put in place to help drive change.

Gender balance at senior leadership, executive and board levels is particularly important, because it
improves the quality of strategic decision-making and problem solving.

Building a robust, gender-balanced talent pipeline, especially to leadership levels, is the key to sustainable
gender equality.

The benchmarks under GEI 1 are calculated using data from the workplace profile completed by the
organisation in addition to relevant questions in the reporting questionnaire.

Insights into benchmarks 1.1-1.6

The benchmarks in this group provide information about the proportion of women and men in different
management and non-management categories as well as by employment status in an organisation and a
comparison group.

The data is indicative of the organisation’s performance with regards to the gender balance as well as the
talent pipeline. For example, increasing women in the lowest levels of leadership may result in more women
at all levels of the organisational hierarchy in the future.

Women’s greater participation in part-time work often reflects their greater caring responsibilities. The
benchmarks relating to the percentage of part-time employees in general and by management category, as
well as by gender, may highlight a lack of part-time management positions.

The benchmarks over time also enable organisations to assess whether their gender equality strategies and
policies improve the gender composition of the workforce.
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Benchmark 1.1 Gender composition of the workforce

Women
Your Comp. group

CEO (or equivalent) 100.0% 42%

Key management personnel 50.0% 421%

Other executives/general o P o,
managers 49.4% 24.0%

Senior managers 45.5% 32.0%

Other managers 64.3% 39.1%
Non-managers 56.2% a76%

Your organisation

CEO (or equivalent)
Key management personnel

Other executives/general
managers

Senior managers
Other managers

Non-managers

0.0%

50.0%

55.6%

54.5%

35.7%

43.8%

Comparison group

95.8%

57.9%

76.0%

68.0%

60.9%

524%

Benchmark 1.1 displays two pyramids depicting the
percentages of women and men at each category in
the organisational structure and comparison group.

For example, the pyramids for this organisation
show that the proportion of women exceeds the
comparison group proportions for non-managers
and every management category.

Benchmark 1.2 Gender composition by management category and employment status

Your organisation

Comparison group

Women (% women) (% women)

Position Full-time Part-time Casual Total Full-time Part-time Casual Total

Key management 40.0 1000 N/A 500 M7 500 N/A 421

personnel

Other 429 50.0 NA 444 22.0 60.0 NA 240

executives/general

managers

Senior managers 455 NIA N/A 455 297 875 N/A 320

Other managers 643 N/A N/A 643 381 75.0 N/A 391

" Your organisation Comparison group
en % men) (% men)

Position Full-time Part-time Casual Total Full-time Parttime Casual Total

Key management 600 00 N/A 500 583 50.0 N/A 579

personnel

Other 571 500 N/A 556 780 400 N/A 760

executives/general

managers

Senior managers 545 N/A N/A 545 703 125 N/A 680

Other managers 357 N/A N/A 357 61.9 250 N/A 609

Benchmark 1.2 shows the percentages of women
and men in the managerial workforce broken down
by management category and employment status
(full-time, part-time and casual) for the organisation
and comparison group.

The table indicates whether management positions
are available in a part-time capacity, which is the
case for this organisation.

Benchmarks 1.3 and 1.3.1 Gender composition of managerial employees by management category

and over time

“vour organisazon

Comgarisen group

Porsanage
B ¥ 588 38

Your organisation

Comparison group

Pucntage
B8 588 d8

Your erganisation

" Women (% women) (% women)
T Position 2013-14 201415 2015-16 201314 201415 2015-16

Men Key management personnel 364 273 300 261 274 285
e Other executivesigeneral managers 295 331 376 278 293 301

: Senior managers 382 414 384 n7 330 341
Other managers 424 390 441 398 400 40,

Comparison group

Men (% men) (% men)
° Position 2013-14 201415 2015-16 201314 2014-15 2015-16
T Key management personnel 636 727 700 739 726 715
QOther executivesigeneral managers 705 66.9 624 722 707 69.9
Senior managers 638 58.6 616 68.3 67.0 65.9
Other managers 576 61.0 559 60.2 60.0 592

Benchmark 1.3 shows the leadership pipeline for
women and men by displaying the gender
composition of each management category in the
organisation and comparison group.

The term ‘talent pipeline’ or leadership pipeline’
refers to the management categories employees
must progress through to reach the top of the
organisation.

The data for benchmark 1.3.1 displays whether there
has been a change in the managerial composition
over time. It indicates whether women and men
progress through the leadership pipeline at a similar
pace.
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Benchmarks 1.4 and 1.4.1 Gender composition of the workforce by reporting level to the CEO and

Women
H = Vo srarisatin,
E- . o comparson reer
- Your organisation Comparisan group
Women (% women) (% women])
E‘E"';' from 2013-14 201415 2015-16 201314 2014-15  2015-16
“En‘w -1 333 167 25 174 108 233
w 2 75 07 100 1.1 149 149
« 3 134 182 214 152 184 208
= B 29 238 245 176 18.0 218
8 “ -5 NiA NA NiA 0.0 N/A N/A
£ =
i
=
= Men Your organisation Comparison group
. Lovel from 2013-14  2014-15  2015-16  2013-14  2014-15  2015-16
El 887 833 785 821 891 T
2 925 893 90.0 859 851 85.1
-3 866 81.8 786 848 816 792
-4 77 76.2 75.5 824 820 782
5 NA NiA NiA 1000 NIA NiA

Benchmark 1.5 Gender composition

Porcenag
B 8 588 388

Furime

Men
Your organisation (%)

Comparison group (%)

Percantage

Fuime Farome casia
Employment statu

Full-time

Bemanent

Part-time
a5z 100.0
227 728

conza

Casual
780
420

Permanent

Yourorganisason

= Companson group

Contract

264 a7

Men

Professionals |

Your organisal

M Compasison gf

Men Professi

Your
organisation
(%)

Comparison
group (%)

Frofessionals  Techriians and Communityand  Clerical and
trade personal servies  adminisirative

Your organisation

M Comparson group

Community
Technicians and

Women and trade

Professionals
service

Your

crganisation 450 NiA 750
(%)

Comparison

group (%) 331 82 629

Clerical and
personal administrative

Sales

Machinery
operators
an,

Sales.

1000 500

697 417

Wachinery
and
drive

Labourers

3 Labourers
drivers

NIA NIA

1458 258

Benchmark 1.4 displays the percentages of women
and men at different levels of reporting to the CEO
for the organisation and the comparison group.
Employees in category ‘-1’ report directly to the CEO;
employees in category ‘-2’ report through another
person to the CEO, and so on.

The graph shows the gender composition of the
leadership pipeline by reporting levels to the CEO.

Benchmark 1.4.1 tracks whether organisational
gender equality policies and strategies have the
intended effect on the leadership pipeline.

Note: This benchmark is only displayed in Competitor Analysis

Benchmark Reports that are defined using the organisation size
category.

of non-managerial employees by employment status

Benchmark 1.5 shows the percentages of women
and men in non-managerial roles by employment
status (full-time, part-time, casual, permanent and
contract).

The benchmark tracks, for example, the gender
equality strategy in the area of flexible working
arrangements by assessing whether women and
men are utilising part-time work.

Benchmark 1.6 shows the percentages of women
and men in non-managerial roles, broken down into
standardised occupational categories.

This allows organisations to assess whether
occupations in the organisation are segregated by
gender or whether they are close to gender-
balanced. In addition, it evaluates the organisation’s
performance against the comparison group.
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Insights into benchmark 1.7

Having gender equality policies and/or strategies in place demonstrates organisational commitment to
gender equality and shows that it is an important business priority. An overall strategy to address gender
equality in the long-term will help ensure that individual policies and strategies will have positive effects on
gender equality in the workplace.

This benchmark shows whether the organisation’s gender equality strategies and/or policies address specific
areas of interest from a gender equality perspective. It also highlights whether the leadership team is
committed to analysing, managing and improving gender equality, and has committed to gender-neutral
talent management, succession planning, and performance management or promotion procedures.

Benchmark 1.7 Formal policies or strategies to support gender equality

Benchmark 1.7 shows the percentages of

Ve, Yes, Mo MNo,currently No, No,domt  We, organisations in the comparison group that

has a has a under insufficient have not a .

policy straieay  development  _human expertse. priority responded to each of the 10 options related to formal

roes S : )

Recruitment 66.7% 167% 4% 18.7% 42% 0.0% 0.0% pOIICIeS Or StratEQIes to Support gender equallty
Tee o ia - = A selection of possible responses indicates the
:;::j::n — 45.8% 5% 12.5% 42% 8.3% 0.0% 0.0% percentage Of Organlsatlons that responded yeS to
s || B a2 % oow oo having a policy and/or a strategy in relation to each
of igh petentls | . ; . option, and the reason for not having a policy and/or
Succession planning 29.2% S83% B3% 42% 125% 0.0% 0.0% .
Traning and won | mam e az s ome oo strategy where that is the case.
development
Resignations 292% 25.0% 45.8% 0.0% 8.3% 0.0% 42% . H H H H
P — | e o BT R Note: It |s_best practice for an organisation to have
reling 1o gander equaiy both a policy and a strategy that support gender
Gender equality overall 4.7% 292% 25.0% 0.0% 8.3% 0.0% 0.0% eq u al Ity .

Insights into benchmarks 1.8-1.10

The benchmarks in this category show the gender composition of promotions, appointments and
resignations in the organisation and the comparison group. A gender balance in recruitments, appointments
and promotions is critical to women’s workforce participation.

This identifies potential ‘hot spots’ of gender inequality as it highlights whether the organisation’s promotions
and appointments are gender balanced, particularly in leadership roles. For instance, an organisation’s
benchmark could show gender balance in appointments which could indicate that the gender strategies are
successful. If the organisation’s benchmarks show a gender imbalance, it may require a greater gender
balance on recruitment shortlists and promotion lists.
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Benchmarks 1.8 -1.10 Gender composition of appointments, promotions and resignations by
managers and non-managers

« - The graphs and tables for Benchmarks 1.8-1.10 show
P . the gender composition of managerial and non-
i managerial appointments, promotions and

J— resignations for the organisation and comparison
L group.

Parcantage
[

This data can help uncover the drivers of unbalanced
- : o - gender outcomes in the organisation.

Managers Your organisation (%) Comparison group (%)
Women 315 250
Men 055 750

Key actions to improve performance in GEI 1

Establish a gender equality policy and strategy, communicate it to all employees and undertake regular
policy reviews to keep pace with changing expectations and norms around work and family roles for women
and men. Other options to consider include:

review recruitment, development and promotion processes, for example gender sensitive recruitment
implement flexible working options for all employees across every level of the organisation
ensure that employees on parental leave are considered for promotion

establish a mentoring and a sponsorship program to assist women to progress through to senior
leadership

ensure that unconscious bias is addressed in the workplace, for example, by reviewing recruitment
processes.

GEI 2: Gender composition of governing bodies/boards

Reporting under GEI 2 provides information about the gender composition of governing bodies/boards in
a standardised format. The term ‘governing body’ includes a board of directors, committee of
management, council, trustees or other governing authority of the employer. Governing bodies/boards
represent the highest level of decision-making responsibility in organisations. Inclusive boards add value
to the quality of the decision-making process. The three benchmarks under GEI 2 are calculated using
data from the reporting questionnaire.

Insights into benchmarks 2.1-2.2

These benchmarks provide insight into the gender diversity of the organisation’s governing bodies/boards.
Men are generally well represented in leadership and management levels, while women are poorly
represented.

Organisations with voluntary targets are better able to set goals which are realistic and take into account
their particular circumstances. Setting targets is already common business practice and organisations can
set gender targets to achieve sustainable improvement.

Workplace Gender Equality Agency | Insights guide to the Competitor Analysis Benchmark Reports 9



Benchmark 2.1 Gender composition of governing bodies/boards

Your organisation (%)

Female chair/s 100.0

Comparison group (%)
71

Female director/s 500

233

Male chairs oo

oz

Male directoris 50.0

TET

Benchmark 2.1 shows the percentages of women
and men who occupy positions on the governing
bodies or boards for the organisation and
comparison group.

Note: ‘Directors’ includes chairs and other governing body/
board members.

Benchmark 2.1.1 Percentage of women on the governing body/board over time

Percentage

w18

Benchmark 2.1.1 shows the percentage of women
on the governing bodies/boards over time for the
organisation and comparison group.

In this example, the percentage of women on the
governing board/board has increased since 2013-
14 and is nearly 50% in 2016-172016-17, which is
well above the comparison group.

Benchmark 2.2 Target-setting for gender composition of governing bodies/boards

100.0 8B 5%
Yeg Yes
H Mo H N
\—1 18%

Your organization

Key actions on GEI 2

Companson group

Benchmark 2.2: the left chart reflects whether the
organisation has set a target for its governing
bodies/boards. The chart on the right shows the

percentage of organisations in the comparison group

that have set a target for gender equality on their
governing bodies/boards.

In this example, this organisation has not set a target

for any of its governing bodies and boards, so the
chart on the left is entirely grey.

Develop a formal selection policy and/or strategy for members of governing bodies and boards, as per the
ASX Corporate Governance Principles and Recommendations.

Consider setting a target for equal representation of women and men on governing bodies and boards,
using the Agency’s target-setting resources.

Workplace Gender Equality Agency | Insights guide to the Competitor Analysis Benchmark Reports
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GEIl 3: Equal remuneration between women and men

The 18 benchmarks under GEI 3 provide information about remuneration of women and men in a
standardised format. The benchmarks under GEI 3 are calculated using data from the workplace profile in
addition to relevant questions in the reporting questionnaire.

Equal pay is achieved when women and men receive equal pay for work of equal or comparable value.
Within organisations there are three main types of gender pay gaps: organisation-wide, level-by-level, and
like-for-like gaps.

The gender pay gap is derived as the difference between women’s and men’s average weekly full-time
equivalent earnings, expressed as a percentage of men’s earnings.

Male Average Earnings - Female Average Earnings

GPG = 1009
fox Male Average Earnings

The Competitor Analysis Benchmark Reports provide benchmarks on both organisation-wide and level-by-
level gaps, as well as benchmarks on pay equity policies and strategies, pay gap analysis and actions taken
to address any pay gaps.

Organisations are encouraged to conduct additional analysis to identify and investigate like-for-like gender
pay gaps.

Insights into benchmarks 3.1-3.1.2

These benchmarks show organisation-wide gender pay gaps. Organisation-wide pay gaps may be caused
by a larger proportion of women working at lower levels of the organisation and receiving the lowest salaries,
with senior roles filled mainly by men who are remunerated at the highest levels.

Benchmark 3.1 Overall organisation-wide gender pay gap for base salary and total remuneration

Benchmark 3.1 shows the annualised average results
for the gender pay gap in the organisation and
comparison group.

This benchmark shows how the gender pay gap
= e identified in the organisation aligns with the median
gender pay gap in the comparison group.

Total remuneratian

For example, a gender pay gap of 11.6% in base
e salaries in the organisation means the average of all
Gender pay gap 09 . . .
7 base salary payments to women in the organisation
Vour rganiien (61 is 11.6% lower than the average of all base salary
‘Comparison group (median %) 12.0 18.3 - . .
payments to men in the organisation.
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Benchmarks 3.1.1-3.1.2 Overall organisation-wide gender pay gap for base salary and total
remuneration over time

0 Yourcrganisation
= Gomparisan group

Benchmarks 3.1.1 and 3.1.2 show the gender pay gap
in base salaries and total remuneration respectively for
the organisation and comparison group over time.

: - In this example, the gender pay gap in the organisation
declined substantially. A reduction in the gender pay
_ gap for remuneration could indicate that development
and promotion processes are successfully supporting
214 0415 21s. 16 pay equity for women and men.

‘Your organesation (%) 35, kIK) 264

Compartson group (median %) 155 146 136

Insights into benchmarks 3.2-3.9

The following benchmarks show level-by-level gender pay gaps for base salaries and total remuneration in
the organisation and comparison group by managers and non-managers.

These pay gaps are between women and men doing the same or comparable work, for example, individuals
within groupings of levels such as key management personnel, professionals or labourers.

The gender pay gap in total remuneration is usually largest when additional payments such as bonuses,
commissions or overtime are included in the calculation. The level-by-level gender pay gaps can be
indicative of unconscious and direct bias where, for example, men may tend to get preferential treatment in
promotions and recruitment. In this circumstance, the data could suggest that it is harder for women to
access promotions and pay increases, and to progress into leadership roles.

Level-by-level gender pay gaps by employment status could reflect a lack of access to career development
activities for part-time employees.

Benchmarks 3.2 — 3.2.1 Level-by-level gender pay gap for base salary for managers and non-
managers, and over time

Results for benchmark 3.2 and 3.2.1 show the gender
- pay gap for base salaries in each management

Sne s . category and for non-managers in the organisation
i Your organisation (%) Comparison group (median %) and comparison group, and also show Change over

L time.
201314 2014-15 2015-16 2013-14  2014-15  2015-16

Key management personnel B 05 164 o 12 u| These benchmarks track the base salary gender pay
Other exeeutivesigeneral managers 164 161 5] 13 71| gap in the organisation and comparison group, and
Serir managers % &4 0 25w 53| indicate whether pay gaps across management

Other managers T s« &1 2| categories have improved in the organisation.

—
[

All non-managers 13 11 85 74 Al 6.5
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Benchmarks 3.3 — 3.3.1 Level-by-level gender pay gap for total remuneration for managers and non-

managers, and over time

Key managzment personnel

47
Other enceutives/zeneral managers

é Your organisation (%) Comparison group (median %)
013-14 201415 2015-16  2013-14  2014-15  2015-16

Key management personnel 89 183 54 103 102 93

Other executivesigeneral managers 11 191 a1 86 83 82

Senior managers 114 186 52 75 69 67

Other managers 148 200 106 74 75 12

All non-managers 184 162 80 93 86 83

Results for benchmarks 3.3 and 3.3.1 show the
gender pay gap for total remuneration in each
management category and for non-managers in the
organisation and comparison group, and over time.

These benchmarks track the total remuneration
gender pay gap in the organisation and comparison
group over time. In addition, the benchmarks identify
areas for improvement.

Benchmarks 3.4 and 3.5 Level-by-level gender pay gap for base salary and total remuneration by

reporting levels to the CEO

Your crganaton
W Comparson gup

Reporting levels from the CIO

Results for benchmarks 3.4 and 3.5 show the gender
pay gap for base salaries and total remuneration at
each of the reporting levels to the CEO for the
organisation and comparison group.

Note: These benchmarks are only displayed in Competitor Analysis

Benchmark Reports that are defined using the organisation size
category.

Benchmarks 3.6 — 3.7.1 Level-by-level gender pay gap for base salary and total remuneration by

occupation for non-managers, and over time

Prafessionals

Technician: and trade

Commurity and persanal service

Clerical and adm|
Your organisation (%) Comparison group (median %)
2013-14 2014-15 2015-16 2013-14 2014-15 2015-16
Professionals 126 128 79 82 77 74
Machinery cperatars a
Technicians and trade 0o 0.0 278 86 86 B3
Community and personal service 0.0 0.0 0.0 05 07 08
Clerical and administrative =34 6.1 =38 42 33 31
Sales 8.8 118 28 68 58 58
Machinery operators and drivers 0.0 0.0 0.0 42 42 43
Labourers 0.0 0.0 0 31 29 31
A value of 0.0 may indicate that you have no employees in this category

Benchmarks 3.6 — 3.7.1 show the gender pay gap
for base salaries and remuneration by occupation for
non-managers in the organisation and comparison
group, and over time.

The benchmarks track changes to the gender pay
gap over time and identify areas for improvement in
the organisation.

Workplace Gender Equality Agency | Insights guide to the Competitor Analysis Benchmark Reports 13



Benchmark 3.8 Gender pay gap for total remuneration by employment status of non-managers

aaaaaaa

This benchmark shows the gender pay gap for total
I remuneration by employment status of non-managers
o | 7 for the organisation and comparison group.

- For example, a large gender pay gap in part-time
| employment could indicate a lack of access to career
et development programs.

0 i}
Gender pay gap (%)

Benchmark 3.9 Gender pay gap by full-time and part-time status for managers and non-managers

Hon managers This benchmark shows the gender pay gap by full-

time and part-time status for managers and non-
— ” managers in the organisation against the
comparison group.

Full-time base salary

A negative gender pay gap in part-time employment
indicates that women are paid more than men.

- amwammes | HOWeVver, a further disaggregation through a pay gap
analysis might show that the negative pay gap is

Fart.time base salary

ensimererrion occupation-specific.

Insights into benchmarks 3.10 — 3.12

Benchmarks 3.10 - 3.12 show whether the organisation has policies and /or strategies in place to analyse
gender pay gaps. The benchmarks identify and analyse the causes of level-by-level gender pay gaps.

It is common for organisations to include gender pay equity objectives in policies and/or strategies related to
remuneration. If remuneration is part of an organisation’s enterprise agreement (EA) the objectives may also
be included there.

The critical step in taking action to address and improve pay equity in the organisation is to review the data
and understand what is driving the different gender pay gaps. The more detailed the pay gap analysis, the
more the strategy and action plan can be tailored to address the organisation’s specific issues.

To conduct the remuneration pay gap analysis, also at a like-for-like level obtain the relevant pay data as
well as other data such as location, performance rating and tenure. The analysis of how different variables
relate to pay can be useful in isolating whether a pay gap is related to gender.

After conducting a remuneration pay gap analysis, implement realistic and achievable goals for the
organisation. Achieving gender pay equity is a process that takes time. While some organisations may
choose to eliminate like-for-like gaps immediately, sustainable change will come from addressing the root
causes of gender pay gaps. This often requires longer timeframes and a change management plan to assist
with changes to processes, systems and workforce composition. Once the pay gap in the organisation has
been identified, addressed and then closed, it is essential that pay is continuously monitored to ensure a gap
does not creep back.
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Benchmark 3.10 Policies and strategies that include specific gender pay equity objectives

ves
5%

If no objectives have been set, why?
Reasons given

Currenty under development

Insuficient human resources staff

Don't have expertise

Salaries set by awards o industrial agreements
Mon-award employees paid market rate

Mot a priority

Mo reason provided

Other

Yas
N no

Ve organieation - ae

% of organisations
88

Benchmark 3.10 shows the percentage of
organisations in the comparison group which have
formal policies and/or strategies that include specific
gender pay equity objectives.

The table below the figure shows the reasons for not
having specific gender pay equity objectives in formal
policies and/or strategies.

If an organisation does not have gender pay equity

objectives included in a policy and/or strategy, it
should consider implementing these.

Benchmark 3.11 Organisations that have conducted a gender remuneration gap analysis

Within the lazt 12 months

Wichin the 12 1.2 yesrs

Mare than 2 but lez than & years

25 Comparison group Indiuding your organisation
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LTI I R I )
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Curently under development

% of organisations
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ind control over

Some or all ampk paid by

Non-sward smploye=s paid market rate
Not a prioriy

No reason provided

Otrar

Benchmark 3.11 shows the percentage of
organisations in the comparison group that have
conducted a gender remuneration gap analysis.

The yellow bar shows whether, and when, the
organisation has conducted a pay gap analysis and
whether it is time to conduct this analysis again.

The table shows the reasons for not having
conducted an analysis.

Benchmark 3.12 Actions taken as aresult of gender remuneration gap analysis

Crested

Revizwes remuneration dec nz pracezie: ——————]

Ansipzed commencement salaries by gender

Anabyzed perfarmance ratng:”

Bnalyzed p
Trsined people mansget

St targets 1o reduce like for Ske gap:

Set targets to reduce arganiast
Reported pay equity
Aeporied pay exuity metrics o the evecutive
Correcred ke for ke B2pe |5 5

Comducted s gendersbased o svaloation |

Impizmentas athar changez

Na action taken

‘Companson graus InGuging Your Organsaton ° H 1 15 20
= Comparson group

for gender bias, including Unconscious bias

If no action taken, why not?

given

Mo gaps identified

Percentage of organssations

9% of organisations

as8
10.8

14

o

sstrial agraements

10.8

arket rate

18.2

2ps

Mo reason provided

Other

Workplace Gender Equality Agency

Insights guide to the Competitor Analysis Benchmark Reports

o

14
78
108

Benchmark 3.12 shows several actions taken as
a result of the gender remuneration gap analysis
and the percentage of organisations in the
comparison group that selected each action.

The accompanying table shows the reason for
not taking any action in response to the gender
remuneration gap analysis.

In combination, this table and the organisation’s
gender pay gap over time indicate whether the
actions taken to close the gap are leading to the
intended results.
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Key actions on GEI 3

Developing a gender pay equity strategy and a leadership team that is committed to addressing gender pay
gaps are essential to reducing any gaps. The following are actions that can be taken:

conduct a pay gap analysis to identify organisation-wide, level-by-level and like-for-like gender pay gaps

develop an overall pay equity strategy and action plan, which includes:
a gender-based analysis of base salaries and total remuneration at all levels
a review of performance ratings by gender at all levels and between comparable roles
criteria for making managers accountable to justify their performance ratings

training for managers in how to conduct performance appraisals that are both gender neutral and
evidence-based

consider setting targets to increase recruitment of women into traditionally male roles, including
senior management

review the availability of workplace flexibility for all employees at all levels of the organisation,
including senior leadership.

GEIl 4: Flexible work arrangements and support for
employees with family or caring responsibilities

Reporting under GEI 4 provides information about the 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.

Flexible working arrangements include changing:
hours of work (e.g. working fewer hours or changing start or finish times)
patterns of work (e.g. working ‘split shifts’ or job sharing)
the place of work (e.g. working from home).

The six benchmarks under GEI 4 are calculated using data from the reporting questionnaire.

Insights into benchmarks 4.1-4.6

Organisations that have a formal, rather than an informal, policy and/or strategy on flexible working
arrangements and that also provide support for employees with family or caring responsibilities show that
they take flexible working arrangements and support for employees seriously.

A formal strategy documents how the company plans to integrate and implement flexible working
arrangements within the business.

Organisations with successful formal policies and/or strategies on flexible working arrangements have the
support from the entire leadership team. Difficulties with flexible working may be alleviated when managers
are trained to embrace flexible working arrangements as best practice or made the decision taken out of
their hands with an “if not, why not” policy.
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Benchmarks 4.1 — 4.2 Formal policies or strategies on flexible working arrangements or to support

employees with family and caring responsibilities

Policy or strategy % of organisations

Policy 583
Strategy 208
Mo, because: 250
Currently under development 18.7
Insufficient human resources staff 16.7
Included in workplace agreement o
Don't have expertise 1]
Don't offer flexible work arangemants 1]
Not a priority 18.7
Mo reason provided 50.0

Othear 50.0

Benchmarks 4.1 and 4.2 show the percentage of
organisations in the comparison group with formal
policies and/or strategies on flexible working
arrangements or on arrangements to support
employees with family or caring responsibilities
respectively. The reasons given by those
organisations without such policies or strategies are
also provided.

Organisations without a policy or strategy may want
to consider implementing one.

Note: It is possible for an organisation to have both a policy and a
strategy on flexible working arrangements.

Benchmarks 4.3 — 4.4 Percentage of organisations that have formal and informal flexible working
arrangements (by type) available to managers and non-managers

Female (%) Male %)

Formal Informal Formal Informal

Flexible hours of work 58.3 B68.7 583 887
Compressed working week 167 250 167 250
Time-in-lieu w75 58.3 ars 58.3
Telecommuting rs 542 s 542
Part-time work 75.0 16.7 708 167
Job sharing 333 125 33 125
Carer's leave 95.8 18.7 958 167
Purchased leave 250 83 250 83
Unpaid leave 54.2 45.8 542 45.8

These benchmarks show the percentage of
organisations in the comparison group with formal
and informal flexible working arrangements (by type)
available to non-managers and managers (by
gender).

Organisations without particular types of flexible
working arrangements can include these in their
policy. For example, this organisation can consider
offering purchased leave.

Benchmark 4.5 Non-leave based measures (by type) to support employees with family and caring

responsibilities

Benchmark 4.5: Non-leave based measures to support employees with family and caring responsibilities
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Workplace Gender Equality Agency | Insights guide to the Competitor Analysis Benchmark Reports

Benchmark 4.5 shows the percentage of
organisations in the comparison group with non-
leave based measures (by type) to support
employees with family or caring responsibilities.

For example, this organisation has targeted
communication mechanisms but could consider
introducing parenting workshops targeted to mothers
and fathers.
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Benchmark 4.6 Proportion of employees who ceased employment during parental leave

Managers Benchmark 4.6 shows the proportion of women and
men who ceased employment during, or at the end
o of parental leave in the organisation and
Hormanagers comparison group.

This benchmark, for example, can provide an
indication on whether the return to work programs
for managers and non-managers are effective. For
example, organisations can consider coaching
employees on returning to work following parental
Non-managers Your organisation (%) Comparizon @roup (%) |e ave.

Vaur organsaton
' Comparisan group

Manage
Women

Men

Key actions on GEI 4

Explore different types of flexible working arrangements that might be more effective in the organisation’s
circumstances.

establish a formal policy and/or formal strategy on flexible working arrangements:

ensure that flexible working arrangements are available to all employees at every level of the
organisation

establish a formal policy and/or formal strategy to support employees with family or caring responsibilities

when providing induction and other training to managers, consider training and guidance on how to
manage employees with flexible working arrangements

take steps to ensure there is a culture of acceptance of flexible working arrangements for both women
and men in the organisation

consider implementing non-leave based measures to support employees with family or caring
responsibilities, including services, programs and support that do not involve leave from work

consider an “if not why not” policy to support employees requesting flexible working arrangements

consider establishing non-leave based measures to support employees with family or caring
responsibilities, including breastfeeding facilities, parenting workshops, support in securing school holiday
care.

GEI 5: Consultation with employees on issues
concerning gender equality in the workplace

Reporting under GEI 5 provides information about the type of consultation that takes place between
employers and employees on gender equality in the workplace. The three benchmarks under GEI 5 are
calculated using data from the reporting questionnaire.

Insights into benchmarks 5.1-5.3

Consultation is a two-way communication with employees and provides an employer with information about
their employees’ views on the workplace, what is working well and what could be done better. It also serves
to raise awareness of issues around gender equality and gives employees a forum to raise any concerns
about gender equality.
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Benchmark 5.1 Consultation with employees on workplace gender equality and reasons for not
consulting

=, Benchmark 5.1 shows the percentage of
organisations in the comparison group that have

by consulted with employees about issues concerning

o e gender equality in the workplace. The accompanying
table shows the reasons for not consulting with
employees on these issues.

et e ot e oty ot Organisations that do not consult with employees on
eseone ot orgeneseons workplace gender equality, should consider

Not nesded 104

e = implementing consultation.

128
812
87

Benchmark 5.2 Mode of consultation with employees on workplace gender equality

Your organisation soregmisatons  BENChmark 5.2 shows the percentage of
e u % organisations that consulted with employees using
nsultative commities or group N 73 ) . . .
Focus growps N =3 that particular type of consultation. An organisation
Exit interviews Y 455 .
Performance discussions 3 ss Can use more than one type of consultation, such as
Other N

Z32 - gurveys, exit interviews or focus groups.

Benchmark 5.3 Categories of employees consulted

Hamenent flzg Benchmark 5.3 shows the percentage of
R & organisations in the comparison group that consulted
s i (s with different categories of employees.

i Comparison group Inciucing your organisaion
Manzgzment 121 Comparison group

For example, the graph shows that the organisation
SE——— consults with all employees, which is the case for
s most organisations.

Employee representative groupls) s

Key actions on GEI 5

Some ideas for employee consultation include scheduled meetings at which issues of gender equality in the
workplace are raised and discussed. Gender equality could be covered on internal social media platforms as
well as in team meetings. Some methods of consultation to consider are:

creating a consultative committee or group such as an equal opportunity committee, diversity committee
or council, or an employee representative group such as a minority group

conducting open forums with staff where they can raise issues in a safe environment

conducting focus groups with employees to better understand how gender equality in the workplace
works for them

conducting employee surveys

bringing gender equality into one-on-one meetings between managers and staff.
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GEIl 6: Sex-based harassment and discrimination
prevention

Reporting under GEI 6 provides information about sex-based harassment and discrimination. Sex-based
harassment can be non-sexual or sexually-related behaviour that offends, humiliates or intimidates and
is not wanted or reciprocated. The employer is ultimately responsible for ensuring the workplace is
harassment-free. The five benchmarks are calculated using data from the reporting questionnaire.

Insights into benchmarks 6.1-6.4

A formal policy and/or formal strategy specifies the types of behaviours that constitute sex-based
harassment and discrimination, and may include a statement that the organisation has zero tolerance for
sex-based harassment and discrimination. Details on employees’ rights and obligations in this regard should
also be included.

Designating a person (or persons) to be the first point of contact for employees who feel they are
experiencing sex-based harassment or discrimination provides a non-confrontational way for employees to
raise concerns about harassment or discrimination in the workplace. A grievance process would typically
include information on how employees can raise issues of harassment and discrimination formally or
informally, and provide assurance that they will not be penlised or disadvantaged as a result of raising a
grievance. Having a specified process also helps to raise awareness of any issues in organisations.

Ensuring managers and employees are trained in the prevention of sex-based harassment and
discrimination is a protective mechanism for both employees and employers. The earlier that issues are
identified and problems resolved, the less likelihood there is of lasting difficulties for individuals or
organisations. Training in the prevention of sex-based harassment and discrimination could be in the form of
one-on-one training, face-to-face workshops, or online e-learning modules with confirmation of completion.

Emailing a link or a softcopy of the sex-based harassment and discrimination prevention policy to all staff, or
having the policy available on the company intranet, does not constitute workplace training. Workplace
training for managers and employees on sex-based harassment and discrimination prevention should
happen at induction and at least every two years after employment.

Benchmark 6.1 Policies or strategies on sex-based harassment and discrimination prevention, and
reasons given for not having such policies or strategies

Benchmark 6.1: Policies or strategies on sex-based harassment and discrimination prevention

Benchmark 6.1 shows the percentage of

Policy or strategy % of organisations

Pollcy w2 organisations in the comparison group that have
Stratey a2 - . .
F— 23 formal policies and/or strategies on the prevention of
P -~ sex-based harassment and discrimination.
Included in workplace agreement 104
nmmaveexp:r-se ) 0s Note: It is possible for an organisation to have both a policy and a
Nt a priorty 2 strategy on sex-based harassment and discrimination prevention.

No reason provided 77
Other 179

Nole the percentages in this table may not add to 100% because multiple responses are allowable
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Benchmarks 6.3 — 6.3.1 Workplace training for managers on sex-based harassment and
discrimination prevention and reasons given for not providing training

( ) Benchmark 6.3 shows the percentage of

- organisations in the comparison group that provide
workplace training for managers on sex-based
harassment and discrimination prevention and the
reasons for not providing this training.

I ——
|

Organisations that do not provide training for
managers on sex-based harassment should consider
doing so.

Benchmark 6.3.1 shows the results over time.
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Benchmark 6.4 Frequency of workplace training for managers on sex-based harassment and
discrimination prevention

At induction

Benchmark 6.4 shows the frequency of workplace
x-' training for managers on sex-based harassment and
vy a2ty " discrimination prevention. The graph shows the
N s nens ez J@FCENtAgE Of Organisations in the comparison group
that provide training at different times and
frequencies.

Other

AR least annually

Key actions on GEI 6

Ensure any policy and/or strategy dealing with sex-based harassment and discrimination prevention is
gender neutral and readily available to all staff.

be clear about what behaviour constitutes sex-based harassment and discrimination

specify a grievance process for employees who feel they may be the victims of sex-based harassment
and discrimination

ensure there are designated discrimination contact officers who can act as the first point of contact for
employees who feel they may be the victims of sex-based harassment and discrimination. Consider
having discrimination contact officers of different genders to ensure both women and men feel
comfortable raising issues with them

include information sessions on the prevention of sex-based harassment and discrimination in all
induction sessions, and ensure managers receive formal training regularly

make discussions about gender equality, and sex-based harassment and discrimination, a part of team
and company-wide meetings so that employees feel they will be listened to if they do need to raise an
issue.
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