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The Executive Summary sets out the key results from your submission to the Workplace Gender Equality Agency’s (WGEA) annual Commonwealth Public
Sector Reporting. The data relates to the reporting year 2022. This guide is to help you understand the data in your Executive Summary.

Data transfer from the Australian Public Service Commission

Your agency may have enabled some data to be transferred automatically from the Australian Public Service Commission (APSC) to WGEA. This includes all
data which would otherwise come from the Workplace Profile, as well as data that would come from questions 1-4 of the Workforce Management Statistics.
All agencies (regardless of whether they had their data transferred) would have completed the Reporting Questionnaire and questions 5-7 of the Workforce
Management Statistics. Please note that remuneration data for casual employees is not included in the data transferred by the APSC.

Key

Where your data comes from and how it’s calculated.

Suggested educational resources.

For more information on Public Sector Reporting | Visit the Public Sector Reporting Guide


https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview
https://www.wgea.gov.au/reporting-guide/ps/wms
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/reporting-guide/ps/questionnaire

c Employers reporting to WGEA must report at
least one ANZSIC industry code (to confirm their
primary industry). This is provided to WGEA in the
‘Organisation’ tab of the Reporting Portal homepage.
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https://www.wgea.gov.au/reporting-guide/ps
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The remuneration data used to calculate Your Gender
Pay Gap, including your average and median gender
pay gap, is either transferred by the APSC or reported
to WGEA directly through your Workplace Profile. The

gender pay gap is calculated this way:

(Average/median remuneration of men -
Average/median remuneration of women)

x 100

Average/median remuneration of men

The Average is calculated by adding up all of the
salaries and dividing this total by the number of
employees. The Median is calculated by taking
the “middle” value, the value for which half of the
employee’s salaries are larger and half are smaller.

Total remuneration includes Base salary plus other
payments such as, allowances, bonus pay, cashed-out
annual leave and overtime.

Part-time and casual salaries and salaries for full-time
employees who worked part of the year are annualised
and converted to full-time equivalent earnings.

D For information on calculating gender pay gaps, see the
EE Gender Pay Gap Technical Guide.
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https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview/unit-level
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview/unit-level
https://www.wgea.gov.au/sites/default/files/documents/Employer_Gender_Pay_Gap_Technical_Guide.pdf

Gender composition by pay quartile a

Average total remuneration

$137,000
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$244,000
$130,000
$87,000

$65,000
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The data under Gender composition by pay quartile
is either transferred by the APSC or reported to WGEA
directly through your Workplace Profile.

The Average total remuneration column shows the
Average pay for each pay quartile regardless of gender.

For information on how gender composition quartiles are
calculated, see the Gender Pay Gap Technical Guide.



https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview
https://www.wgea.gov.au/sites/default/files/documents/Employer_Gender_Pay_Gap_Technical_Guide.pdf

Gender Equality Indicators

WGEA collects data on six Gender Equality Indicators (GEls) to support employers to assess and drive
gender equality in their workplaces. The GEls represent the key areas where workplace gender inequality

persists and where progress towards gender equality can be achieved through focussed action.

Your policy / strategy

Your workforce composition by role

Key Management Personnel

(KMPs)

Managers

Non-Management

Women

Men

Women

Men

Women

Men

2022

50%

50%

28%

2%

54%

56%
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The data under Your policy/strategy is reported to
WGEA through your Reporting Questionnaire.

The data under Your workforce composition by role is
is either transferred by the APSC or reported to WGEA
directly through your Workplace Profile.

The ratio of Women and Men shown in the table does not
include non-binary employees.

For information on how APS classifications are aligned to
WGEA manager and non-manager categories, see Key
Terms and Definitions on the last page of your Executive
Summary.

For more information about the Gender Equality
Indicators, see What are the 6 Gender Equality
Indicators?

For help writing a workforce composition policy/strategy,
see the Employer guidance on developing policies and
strategies for the 6 Gender Equality Indicators.



https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview
https://www.wgea.gov.au/pay-and-gender/6-gender-equality-indicators
https://www.wgea.gov.au/pay-and-gender/6-gender-equality-indicators
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance

Your workforce composition by employment status

Part-time and casual roles are often lower paid. An imbalance in the composition of employees in these roles can be a

driver of the gender pay gap.

Full-time Part-time Casual
Female 85% 13% 2%
Male 95% 4% 1%

Employee movement: manager and non-manager appointments (including

promotion) by gender

Gender biases are often present at each stage of the employment life cycle. Pay gaps can be caused by a gender

imbalance in the composition of your workforce for both manager and non-manager levels.

Female Male
Number Percent Number Percent
Appointments to manager roles (incl promotions) 16 28% 45 2%
Appointments to non-manager roles (incl promotions) |[369 47% 399 53%

composition.

Some organisations set recruitment, appointment and promotions targets to address gender imbalance in workforce

For more information on Public Sector Reporting | Visit the Public Sector Reporting Guide

The data under Your workforce compostion by
employment status is either transferred by the APSC or
reported to WGEA directly through your Workplace Profile.

The data under Employee movement: manager and
non-manager appointments (including promotion)
by gender is either transferred by the APSC or reported
to WGEA directly through your Workforce Management
Statistics.

The ratio of Women and Men shown in the table does not
include non-binary employees.

For help writing a workforce composition policy/strategy,

see the Employer guidance on developing policies and
strateqgies for the 6 Gender Equality Indicators.


https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/wpp-overview
https://www.wgea.gov.au/reporting-guide/ps/wms
https://www.wgea.gov.au/reporting-guide/ps/wms
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
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The data under GEI 2 — Gender composition of the
governing body(ies) is reported to WGEA through your
Reporting Questionnaire.

The figure captures the aggregate composition of all
governing bodies for this employer, reported on to WGEA.

The data in GEI 3 — Equal remuneration between
women and men is reported to WGEA through your
Reporting Questionnaire.

For help writing a policy/strategy on the composition
of governing bodies, or equal remuneration, see the
Employer guidance on developing policies and strateqgies

for the 6 Gender Equality Indicators.

Use the Gender Pay Gap Analysis Guide to plan and
execute a pay and composition analysis and identify the
drivers of your gender pay gap.



https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/gender-pay-gap/employer-gender-pay-gap-analysis-guide

You provide employer-funded parental leave

If so:
weeks of paid parental leave provided 20

I ;
m
w

superannuation is paid on parental leave YES

Some organisations monitor the number of men and women taking up flexible work and parental leave options as
part of monitoring equitable treatment of employees.

Leadership behaviour is key to normalising taking parental leave and flexible work. Research has found that when
the majority of more senior employees work flexibly, flexibility stigma is reduced.
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The data under GEI 4 — 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 is reported to WGEA

through your Reporting Questionnaire.

For help writing a flexible work policy/strategy, see the
Employer guidance on developing policies and strategies

for the 6 Gender Equality Indicators.

For information on responding to Family and Domestic
Violence at work, see Family and domestic violence.



https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/take-action/family-domestic-violence
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The data under GEI 5 — Consultation with employees
on issues concerning gender equality in the
workplace is reported to WGEA through your Reporting
Questionnaire.

The data under GEI - 6 Sexual harassment,
harrassment on the ground of sex or discrimination is

reported to WGEA through your Reporting Questionnaire.

For help writing a policy/strategy on consultation with
employees, or sexual harassment, harassment on the
grounds of sex or discrimination, see the Employer

gquidance on developing policies and strategies for the 6
Gender Equality Indicators.

For advice on workplace sexual harassment prevention

and response, see Using evidence to improve workplace
sexual harassment prevention and response.


https://www.wgea.gov.au/reporting-guide/ps
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/reporting-guide/ps/questionnaire
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/policy-and-strategy-guidance
https://www.wgea.gov.au/take-action/sex-based-discrimination-and-harassment/using-evidence-positive-duty
https://www.wgea.gov.au/take-action/sex-based-discrimination-and-harassment/using-evidence-positive-duty

