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Commonwealth public sector gender equality

reporting

GEI 1 — Gender composition of the workforce

GEI 2 — Gender composition of governing bodies of
relevant employers

All 116 Commonwealth public
sector employers reported to
WGEA against 6 Gender
Equality Indicators for the
first time at the end of 2023
(for the 2022 year).

GEI 3 — Equal remuneration between women and men

GEI 4 — Flexible work and support for employees with
family or caring responsibilities

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

GEI 6 — Sexual harassment, harassment on the
ground of sex or discrimination
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« The first public analysis of the Commonwealth 3
public sector performance against each of the 6
Gender Equality Indicators.

« The Commonwealth public sector total remuneration
average gender pay gap is 13.5%. This equates to
women, on average, earning $19,007 less every year.

o To compare: The remuneration gender pay gap for
the private sector is 21.7%. This equates to a
difference of $26,393 per year.

ender
Agency

Commonwealth Public

Sector Gender Equality
Scorecard

Key employer resuits from 2022
JUNE 202



How does this report differ to the APSC

Remuneration Report?

« Workforce composition

« Base salary gender « Data against the 6 gender equality indicators (GEIs),
Key insights pay gap including policies, strategies, and actions
« Senior executive « Compares public sector to the private sector
remuneration

« Commonwealth public sector employees, including
those who are not APS (e.g. Defence Force,
Australia Post)

« Only employers with 100 or more employees

Employees

covered * APS employees

Gender pay gap °* Calculated using base ¢ Calculated using both base salary and total
calculation salary remuneration
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WGEA's Data Explorer

« Compare your results using
WGEA'’s Data Explorer.

 The data include:

WGEA Data Explorer All employers

Overview Equal Remunera tion:

The Gender Pay Gap

o Workforce and governing Employer Results | Bamesic il Sppart ': \ - " Discrminaion
body com position S oo [
o Resignations, promotions . 1
: i . -
and appointments trends — e
Compare Data o
o AC’[IOF.]S to promote gender )
equality - —
.
o Uptake of parentalleave -
. —
° Data does not include your i e |
agency's gender pay gap.



Key takeaways from the Scorecard

Celeste Koens
Program Manager - Public Sector Reporting, WGEA

Dr Camilla Stonier
Senior Education and Research Advisor, WGEA



What employers does it cover?

The Scorecard includes 116 Commonwealth public sector employers
and 338,951 employees

Commonwealth public Number of Number of Proportion of
sector employer type employers employees employees (%)
Non-corporate Commonwealth entities 64 256,721 76
Corporate Commonwealth entities 44 74,988 22
Commonwealth companies 5 7,242 2

All Commonwealth public sector workforce 113" 338,951 100
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GEI1: Gender composition of the workforce

* [t’'s a men-dominated 01|Chart: Gender-balance of employers by Commonwealth public sector
workforce: employertype
100%
o 43.5% are women O @
0 96.3% are men 80%
. . . 44
o 0.2% identify as non-binary . . “
&0
* Nearly half of employers 40%
are gender-balanced (48%) -~ O &
but large men-dominated E
. 0%
employers contribute to the Momcopsts  Comomie, Commomemh N
gender-composition in favour entities entities gy

of men. B women-dominated Gender-balanced [ Men-dominated
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GEI1: Gender composition of the workforce

The Commonwealth public sector is mostly a full-time workforce but:
 Women are more likely to work part-time

* Men are more likely to work casually

* Only 8% of managers work part-time

10 16

Total
workforce

. Full-time B Part-time Casual
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GEI1: Gender composition of the workforce

Management positions are gender-balanced: 48% of employers have a
gender-balanced management team

B women [l Men

Commonwealth Public Sector 2022
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GEI1: Gender composition of the workforce

Women are under-represented in highly-paid non-manager occupations

Professionals

Technicians And Trades Workers

152,771

143,032

Community And Personal Service Workers

(§) uonesaunwoai |ejo) abelany

123,945
Labourers

117,473
Machinery Operators And Drivers

109,966

Clerical And Administrative Workers

106,588

Sales Workers

78,586

0% 20% 40% 60% 80% 100%
| Women [l Men
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GEI2: Gender composition of governing bodies

Women hold half of governing body positions
 Though, men are still more likely to lead governing bodies.

Women Women Men Men
Employer type Chairs members Chairs members
(%) (%) (%) (%)
Mon-corporate Commonwealth entities 44 54 56
Corporate Commonwealth entities 35 48 61
Commonwealth companies 33 24 &7

All Commonwealth public sector employers 42 21 58
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GEI3: Equal remuneration

The total remuneration average gender pay gap for Commonwealth public
sector is 13.5%. This is 8.2 percentage points lower than the private sector

gender pay gap.
Gender pay gap
Commonwealth public (%)
sector employer type
Non-corporate Commonwealth entities 14.4
Corporate Commonwealth entities 8.3
Commonwealth companies 13.3
All Commonwealth public sector employers 18.5
All private sector employers (2022-23) 21.7
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GEI3: Equal remuneration

Men are 2.5 times more likely to be in the highest earning quartile than women

Total Commonwealth public sector workforce

8
©

132,264

Upper quartile

210,504
Upper-middie quartile

&)
&)

- 133,899

Lower-middle quartile

O
8

($) uonesaunwal |ejo} abelany

105,295

Lower quartile
79,358

8
&

]
5%
[
=
&7
I
=)
&%
(9]
—_
&%

80% 100%
o women [ Men
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GEI3: Equal remuneration

Key Management Personnel (SES Band 2/3)

Women, on average, 03

only out-earn men at GeneralmanaiersiSEShand1i ®
the mOSt Senior Senior manaiersiExecuﬁwel 2)

management Ievel Other manaiersiExecutive level 1)

Professionals

Machinery Operators and Drivers

Sales Workers

Commun'i and Personal Service Wurkers

Technicians and Trades Workers

®

Labourers

Clerical and Administrative Workers

-5% 0% 2% 10% 15% 20%
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GEI3: Equal remuneration

Half of employers have a median gender pay gap above 6.9%

59% have a median
gender pay gap in favour of
men (>5%)

36% have a neutral
gender pay gap (within +/- 5%)

4% have a median gender pay In favour of "”““"'E"‘

gap in favour of women : :
(<-5%) 5 0 5 20 40
Employer gender pay gap (%)

In favour of men
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GEI3: Equal remuneration

=
/ V| —=
64% 64%

of employers overall have

: of those subsequently took action
conducted a pay gap analysis
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GEIl4: Flexible work and support for families

and carers

Employers are embracing the full range of flexible work options

)

Purchased leave

i
A
«
Job sharing Compressed
99% 94% working weeks
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Most employers still label '‘primary' and 'secondary’ carers

98% of employers offer paid parental leave

Of those 98%:

. 13% offer universally available paid parental leave (271% in the private
sector)

--87% offer this leave using ‘primary’/’secondary’ carers labels

E Of those 87 %:
S 15% offer primary carer's leave to women only



GEIl4: Flexible work and support for families

and carers

Women are taking the majority of primary carer's leave

* Only 11% of men took universally available/primary carer's leave

Commonwealth public sector employer type % leave taken by men Men in workforce (%)
Mon-corporate Commonwealth entities 7 56
Corporate Commonwealth entities 17 26
Commonwealth companies 42 63

o6

All Commonwealth public sector employers 11
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GEI5: Employee consultation

Most employers are 25|Chart: Proportion of employers with 26|Chart: Proportion of employers
consulting employees on a formal policy or strategy that consult employees about

] for consulting employees on gender equality
workplace gender equality gender equality

issues, but few have
policies on it

(=)

)
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Almost all employers have a policy or strategy

[~

€93 97% of employers have a policy or strategy

Of those 97%:

-- 83% have a grievance process contained in the policy or strategy

(5) 78% provide training for managers, but larger employers are more
Eé likely to provide training than smaller employers



Key takeaways and areas for action

—\'/— What the Commonwealth [@] Areas for action

public sector is doing well

« Substantially lower gender pay gap °* Taking action at the agency level,

than private sector rather than just whole-of-service

« Gender-balance in all « Attracting women to more highly-
management levels paid, professional and technical

+ Leading the way on flexible work roles

 Encouraging men to take up
primary carer's leave

2 July 2024 Workplace Gender Equality Agency 26



Where to next?

Penelope Cottrill
Executive Manager, Education and Research, WGEA



Women and men paid differently for
Undertake a gender pay equal or comparable work (unequal pay)
gap analysis
More men in leadership roles,

« Use our Gender Pay Gap . o
more women in more junior roles

Analysis Guide

 Need more? Enrol in a More men in higher-paid jobs, women
Masterclass In lower-paid jobs

Unequal participation in part-time work

Inequality in employee movements



Plan targeted action

Plan targeted action to address
the factors driving your gender

pay gap

* You could use our Action
P I a n n i n g TOOI The use of gender pay gap metrics as a key performance indicator for people leaders amplifies

accountability for gender equality and reinforces the expectation managers should identify and address
gendered pay disparities as part of their management responsibility.

* Following a short questionnaire,

Where to start:

the ACti O n P I a n n i ng TOOI Wi I I Employer guidance on developing_policies and strategies for the 6 gender equality indicators | WGEA

Gender pay gap analysis guide | WGEA

deliver a list of evidence-
informed actions relevant to
each employer’s workplace

2 July 2024 Workplace Gender Equality Agency 29



Ensure you have a policy or strategy

« Use WGEA'’s 6 guides to help you
strengthen your policies and/or
strategies.

* Employers with 500 or more
employees must have policies and/or
strategies that address each of the 6
Gender Equality Indicators (GEls).

* Note that the existence of a public
sector-wide policy/strategy does not
equal an organisational policy or
strategy.

Policy and strategy guidance:
Gender composition of the

workforce
Version 2, April 2024

Disclabmer:

Key terms

Workforce gender composition

il if




Encouraging men to take up primary
carer's leave

National

Working Families
Report 2024

The impact of
work and care on
Australian families

| BEHAVIOURAL
INSIGHTS
TEAM

Simply telling men that their
peers support parental leave
and flexible working, increases
their intention to share care

Just in time for Father's Day!
unicerés

2 July 2024

Attracting women to more highly-
paid, professional and technical
roles

* Moving laterally between roles
» Addressing the pipeline issue through
industry partnerships

Workplace Gender Equality Agency 31



Reporting for the 2023 year

» Reporting for the 2023 year will occur in September and October 2024.
 Data will be transferred from the APSC or reported directly to WGEA, again.
 Employer gender pay gaps calculated ’

from this data will be published in
)
.n

» We will host another webinar, ahead
of the reporting period, to take you
through changes to reporting since
the last round.

/
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A : Workplace
e Gender Equality
Australian Government Agency
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Australian Government

Thank you

support@wgea.gov.au

IN Workplace Gender Equality Agency
@wgeagency
X @WGEAgency


mailto:support@wgea.gov.au
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