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BCEC| WGEA Gender Equity Insights series

"  For six years now, the BCEC| WGEA Gender Equity Insights series has provided
new evidence into what works when it comes to progressing more equitable
workplaces across Australia

" We have been able to gain these insights through the world-leading WGEA
reporting data — nearly 4.4 million workers and 11,000+ employers

" The power of longitudinal WGEA data — where information about the same
company is captured annually

" Previous reports have focussed attention on closing the gender pay gap,
progressing women in leadership, and delivering better business outcomes

" And for 2021, our focus is on...Making Gender Equity a Priority
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Making Gender Equity a Priority
S

"  Which are Australia’s top performers for consistency in driving improved
gender equality outcomes?

" What progress has been made in Australia to narrow the gender pay gap, and
how far do we still have to go to achieve parity?

"  Why do some companies do better than others in driving improved gender
equity outcomes?

" BCEC Gender Equity Good Practice Index

" What factors are most likely to drive down gender pay gaps, and drive up the
representation of women on Boards?
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Progress is being made, but not for all positions...

Australian Government

Occupation Level

l Total remuneration

2014

24.7%

2015

24.0%

2016

23.1%

2017

22.4%

Full-time Gender Pay Gap

2018

21.3%

2019

Change
between
2020 &
2014 (ppt)

Managers (total remuneration)

Non-managers (total remun on)

Clerical and administrative

Community and personal service

Workpl
Geonﬁge?ra;uality
Agency

19.9%

28.9%
27.5%
23.5%
24.6%

9.1%

4.5%
13.7%
23.3%
22.0%
25.2%
22.8%

19.1%

29.0%
25.0%
22.8%
24.2%

8.3%

9.4%
12.9%
22.2%
21.2%
24.6%
21.2%

17.7%

26.6%
24.6%
21.7%
23.8%

8.8%
10.9%
16.1%
23.5%
19.7%
27.1%
17.2%

17.3%

24.9%
24.0%
21.1%
22.9%

8.4%

9.1%
14.9%
23.9%
19.4%
26.7%
21.1%

16.2%

24.3%
22.0%
18.8%
21.6%

8.3%

9.5%
14.3%
23.7%
19.0%
26.4%
18.3%

20.8%  20.1% -4.6
15.5% 15.0% -4.9
24.4%  23.4% -5.4
22.3%  20.5% -7.0
18.2% 16.7% -6.8
21.3% 19.7% -5.0
8.2% T.7% -1.4
11.6% 9.6% +5.1
142%  11.9% -1.8
251%  22.4% -0.9
184%  18.3% -3.7
260%  25.4% +0.2
19.1%  20.0% \ -2.7 /
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When will gender pay gaps be eliminated?

Managers (total remuneration)

Key management personnel [ 2045 ]
Other executives/general managers { 2031 |

2034
Other managers [ 2043 ]

Non-managers (total remuneration)
Clerical and administrative [2053 ]

Community and personal Service g SSSRMELLLLLEY .
Machinery operators and drivers [ 2060 |

.................. .

Professionals } 2051 |

Techniciansand trade @@ oo R »[ indefinite ]
Labourers [ 2064
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What will drive change? Pay audits work....

(a) Managers (b) Non-managers
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== (eased pay audits after 2017
Started pay audits from 2017

s === (Consistent pay audits between 2015 and 2020 bankwest ‘ %
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Which industries are the most consistent?

Consistency of pay audits by industry sector: 2015 to 2020

Take-up of pay gap audits has
slowed

50%+ organisations do not
undertake a pay gap audit at all

Public admin (non-govt.), finance
& insurance professional services
and mining most likely

Education & training and health
care least likely

All industries

Professional, Scientific and Technical Services

Public Administration and Safety

Financial and Insurance Services

Mining

Electricity, Gas, Water and Waste Services

Information Media and Telecommunications

Rental, Hiring and Real Estate Services
Wholesale Trade

Construction

Arts and Recreation Services
Manufacturing

Other Services

Transport, Postal and Warehousing
Administrative and Support Services
Retail Trade

Agriculture, Forestry and Fishing

Accommodation and Food Services

Health Care and Social Assistance

Education and Training

0% 20% 40% 60% 80% 100%

u Regular pay audits ® Later pay audits (after 2017) u Early pay audits (none after 2017) mNo pay audits
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Women’s board membership share has grown....
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But by nowhere near enough.... @ bankwes: | [ (T

Higher shares of women on ( Mining i)
Boards in female-dominated B s
i n d u St ries : Electricity, Gas, Water and Waste Servi(?,es
Transport, Postal and Warehousing
Other Services
Eg. Health care & social assistance Education and Traning

Information Media and Telecommunications

Construction

* 39 per cent female Board members, it o Somport Seniees
* 80 per Cent female Workforce Professional, Scientific and Technical Services

All Industries

Arts and Recreation Services

Lower shares for male-dominated
industries, but positive change:

Rental, Hiring and Real Estate Services

Financial and Insurance Services

Health Care and Social Assistance

Wholesale Trade

Agriculture, Forestry and Fishing

" Eg. Mining

Accommodation and Food Services

Retail Trade

Wkl

* 20 per cent female Board members,
* 18 per cent female workforce

0.0 0 1.2

M Board Chairs B Board Members

Over/underrepresentation of women on Boards and as Board chairs
(0.5=half the representation, 1.0=parity, 2=twice the representation)



Board targets have reduced... @ banwest | [ TN

Share of organisations with targets for women’s representation on Boards: 2015 to 2020

" The share of companies
that set specific targets for
the share of women on
Boards has declined

-16.1% in 2015
-12.7% in 2016
- 8% ever since

18

16

14

12

ofwomen on governing body (%)

" Why?

8
6
]
2
* Target have been met? .

* A p at hy‘P 2015 2016 201? 2018 2019 2020

Share of organisations with a target set to increase representation

AR paniowest | [ I
AnmnllnnGmmmem



Board targets work....

Board targets and change in women’s representation on Boards: 2015 to 2020
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Measuring consistency in policies and practices

Gender Equality Good
Practice Index

22 indicators measured
over seven years of
reporting data

Most comprehensive and
consistent will have higher
scores — least
comprehensive and
consistent lower scores.

Gender equity domain Policy/practice indicators

Pay gap strategies, analysis and reporting

Specific pay equity objectives

Objectives in place to achieve pay equity
Remuneration gap analysis undertaken
Remuneration gap analysis undertaken in last year
Report pay equity metrics to executive

Report pay equity metrics to boards

Recruitment

Retention

Performance management processes

Promaotions

Recruitment, retention, performance

and training Talent identification

Succession planning

Training and development

Gender Equity overall

KPIs for managers relating to gender equity
Remuneration

Provide additional funded paid parental leave

Workplace gender equity supports
S SRR Has a target for share of women on Boards

and actions
Flexible working arrangements

Domestic violence
Consultation with employees on gender equality issues
Sex-based harassment and discrimination




Leaders and laggards in gender equality practices....

Average company gender equity good practice scores by industry: 2015 and 2020

Financial and Insurance

Electricity, Gas, Water and Waste
Public Administration and Safety
Mining

Professional, Scientific and Technical
Rental, Hiring and Real Estate
Information Media and Telecommunications
Wholesale Trade

Accommodation and Food
Manufacturing

Agriculture, Forestry and Fishing
Administrative and Support Services
Transport, Postal and Warehousing
Health Care and Social Assistance
Arts and Recreation

Education and Training

Other Services

Retail Trade

Construction

25

30

35 40 45 50 55 60 65 70

Average good practice index by industry: 2015 and 202 bankwest

% Curtin University



Leaders and laggards in gender equality practices....

Financial and Insurance 2.9
Electricity, Gas, Water and Waste 28
Mining 24
Rental, Hiring and Real Estate 2.1
Professional, Scientific and Technical 2.0
Information Media and Telecommunications 16
Wholesale Trade 1.1
Public Administration and Safety 093 W
Arts and Recreation 0.8 I
Manufacturing 0.82 N
Other Services 0.73 N
Construction 071 NN
Administrative and Support Services 065 I
Transport, Postal and Warehousing o059 I
Education and Training o.52 N
Agriculture, Forestry and Fishing 047

Retail Trade 035 R

Accommodation and Food 0.34 _
Health Care and Social Assistance  0.25 NN

0 0.5 10 15 2.0 25 3.0

Note: As an example, a relative odds ratio of 2 implies that 20 per cent of companies in a given sector are rated in the eg~l0 per cent of all
.“&?

organisations for their gender equity practices. 20/10=2. bankwest % Curtin University



Is there a link between consistency & outcomes?....

Percentage point change in base salary wage gap

(2015 to 2020)

+1.0

-1.0

-20

-4.0

-6.0

40

Arts and Recreation

Agriculture

Construction

Accommodatiyn
and Food

Other

Services Wholesale Trade

AT PG Manufacturing
warehousing

IT and Media 4. Financial and
Insurance
Rental, Hiring and
Real Estate

Electricity Gas Water
Waste

Professional, Scientific
Public Admin & Technical

& Safety

45 50 55

Good practice consistency index bankwest
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Where are businesses falling behind?

Policy/practice indicators

ing

Arts and Recreation Services

=
@
E
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&
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Retention

Performance management processes

Promotions

Talent identification

Succession planning

Training and development

KPIs relating to gender equity

Gender Equity overall

Remuneration

Specific pay equity objectives

Objectives to achieve pay equity

Remuneration gap analysis

Remuneratiion gap analvsis in last vear

Reports pay equity metrics to executive

Reports pay equity metrics to boards

@ ‘ E =W JMditionalfunded paid parental leave

BREE

Has aboard target

Flexible working arrangements

RFEB3

67
70
52!
71
8
i
68

Domestic violence support measures

52
53
50
51
43
55)
52

& &

Consultation with employees

61
61
49
9
52

62
45
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Consistency works....

Least consistent 10% Mid range Most consistent 10%
of companies companies of companies
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Consistency works....

(a) company leadership (b) Board representation
Least consistent Mid rance Most consistent Least consistent Mid rance Most consistent
10% 5 10% 10% & 10%
. companies . . companies .
of companies of companies of companies of companies

= +10.2 9
+ +7.9

10 +8 +7.5

+9

+7
+8

+6

+7 455 +53 453 41 456
+6 +5.1 =
. +4
3.9
+3
. .
+1
0

— —

B Managers I KMPs B Board Directors M Board Chairs

Change in share of managers and
KMPs 2014 to 2020 (ppt)
Change in share of women on
Boards 2014 to 2020 (ppt)
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Insights for policy and practice

"LEADERSHIP, AMBITION
AND EMBEDDED GENDER
EQUITY PRACTICES WILL
PLAY A SIGNIFICANT
ROLE IN CREATING AND
SUSTAINING MORE GENDER
EQUITABLE WORKPLACES."
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