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MEYEI GENDER PAY EQUITY REPORTING |

Council on 31 October 2016 considered a Notice of Motion from Councillor Merrin and resolved as
follows —

‘1 Council report annually on pay equity in the Wollongong City Council workforce.

2 A report be submitted to Council in three months setting the parameters, indices and benchmarks
required to meet Part 1 above.’

This report now provides information as requested in Part 2 of Council’s resolution.

RECOMMENDATION

1 The parameters, indices and benchmarks used in the Gender Equality Scorecard by the Workplace
Gender Equality Agency (WGEA) relevant to Council’'s workplace, be adopted.

2 The indices to be reported on to include: workforce by employment status, workforce by gender,
gender pay gap, women in management and youth employment program by gender.

REPORT AUTHORISATIONS

Report of: Tom Tyrpenou, Manager Human Resources
Authorised by:  Kerry Hunt, Director Corporate and Community Services - Creative, Engaged and
Innovative City (Acting)

ATTACHMENTS
1 Australia's Gender Equality Scorecard 2015-16

COMPLIANCE WITH OFFICE OF LOCAL GOVERNMENT GUIDELINES ON COUNCIL DECISION
MAKING DURING MERGER PROPOSAL PERIODS

The recommendation in this report satisfies the requirements of the OLG Guidelines - Council Decision
Making During Merger Proposal Periods.

BACKGROUND

Investigation and analysis has been undertaken by Council officers to determine how Council could best
report annually on pay equity in the Wollongong City Council workforce.

Currently Council does not report on gender pay equity and there is no current information within
Council’s system that would produce this information.

This is due in part to Council having in place, like most government agencies, supportive systems and
practices that have a focus on diversity and equality in pay, job evaluation, recruitment, training, and
performance monitoring.

The Workplace Gender Equality Agency (WGEA) provides guidelines on gender pay equity and collects
data to produce an annual scorecard that benchmarks across all industries with the exception of
government agencies. Unfortunately, Council cannot participate in the WGEA’s data collection as it is
not available to government agencies and the current (2016) NSW Local Government HR Metrics
Benchmarking Report only considers and reports on one of the WGEA indices, being Workforce by
Gender.

Council could collect data and report on its performance against the WGEA performance indices for non-
government agencies, using parts of the WGEA toolkit and reports that are publicly available on the
WGEA'’s website.

To produce this report and provide meaningful data, Council would need to:
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1 Code each position within the Aurion Payroll system using the Australian and New Zealand
Standard Classification Code (ANZCO); and

2 Adopt a job family model, such as the model used by the Australian Public Service Commission, to
code each position with the appropriate job family code in Council’'s Human Resource Information
System (HRIS) Aurion. This will allow the meaningful classification of positions into appropriate
position and job family categories for reporting purposes.

By using the ANZCO coding and a suitable job family model, Council could produce a similar report to
the Gender Equality Scorecard which was released in November 2016 (Attachment 1).

The parameters, indices and benchmarks used would duplicate those relevant to our workplace as used
in the Gender Equality Scorecard. This would include reporting on workforce by employment status,
workforce by gender, gender pay gap, women in management and youth employment program by
gender.

It is recommended that Council report on the following indices as used by WGEA to provide
benchmarking comparisons:

Indices Formula

1 Workforce by employment status | Number of Men and Women employed as full time, part time and casual

2 Workforce by Gender Number of Men and Women employed by Division

3 Gender Pay Gap The difference between the average male full-time earnings and the
average female full-time earnings expressed as a percentage of male
earnings

4 Women in Management Proportion of women by management category

Youth Employment Program by | Number of Graduates, Cadets, Trainees and Apprentices by gender
Gender employed in these categories

It is envisaged that this project would take three to four months to complete based on the 1,500 positions
within the Aurion Payroll system, and anticipated the project would be completed by the end of the 2017
financial year if an appropriate resource was funded, recruited and commenced by March 2017.

PLANNING AND POLICY IMPACT

This report contributes to the delivery of Wollongong 2022 goal “We have an innovative and sustainable
economy’. It specifically delivers on the following:

Community Strategic Plan Delivery Program 2012-2017 Annual Plan 2016-17

Strategy 5 Year Action Annual Deliverables

2.1.3 Initiatives to retain local talentare ~ 2.1.3.2 Establish Wollongong City Promote Wollongong City Council as
developed and implemented Council as an employer of an employer of choice for women in
choice Local Government

FINANCIAL IMPLICATIONS

The coding requires an analysis of each individual position and therefore is resource intensive and would
require an additional resource to complete the project within the timeframe. The initial estimate of
preparing the Aurion system to deliver the requested reporting would be in the vicinity of $30,000 outside
of the current budget. This would include analysing and matching positions, consultation, data input and
testing of reports.
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CONCLUSION

1  The parameters, indices and benchmarks used in the Gender Equality Scorecard by the Workplace
Gender Equality Agency (WGEA) relevant to our workplace, be adopted.

2 The indices to be reported on to include: workforce by employment status, workforce by gender,
gender pay gap, women in management and youth employment program by gender.
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Introduction

The Workplace Gender Equality Agency’s dataset is a werld-leading resource, mapping the landscape of
wiorkplace gender equality in Australia to assist in lluminating a path forward.

Qur 2015-16 dataset shows some encouraging signs — a continued dewnward trajectery of the gender
pay gap and increased women's representation in leadership. But progress is modest at best.

Employers tell us that reporting to the Agency has promptad them to take a close lcok at their data and
face up to their own gender equality hot spots’ — whether it is rates of return to work after parental leave,
representation of women in leadership or technical roles, or access to flexible work arrangements.

Ultimately, we will only see a significant shift in gender equality indicators across our dataset when
employers take responsibility for improving outcomes in their own workplaces, encouraged and questioned
by employees and by boards demanding evidence-based reporting and improvernents

WGEA dataset
4 million+ 4,697 12,000+
employees reports employers

Composition by employment status

The Agency's dataset covers 40% of employees in Australia and comprises:

P 1

FUll-time permanent Part-time parmanent Contract and casual 50.3% 49.7%
ermployees: 57.5% employees: 19.8% employees: 28.6% Men Women
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Data snapshot

Pay gap
23.1%
full-time total remuneration
gender pay gap, with men

earning on average $26,853
a year more than women

-

Industry segregation

48.0%
of organisations offered paid
primary carers'leave

Women on boards

‘of board directors are wormen

aof bcar;! i«?ge;i’gr target

57.4%
were awarded to men

60.9%
of employees wark in an industry
that is dominated by one gender

30 January 2017
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Chart 1: Change in base salary and total remuneration gender pay gaps.

247%
25 240%

‘_7_—7—7—-_,_7__ 3% W Total remuneration GPG
=
M Base salary GPG
19.9%
% 20 19.1%
'\.\‘:m
15
2013-14 2014-15 2015-16

= Base salary and total remuneration gender pay gaps have reduced since 2013-14.

Gender pay gaps by manager category

Pay gaps increase with seniority

Gender pay gaps increase at higher levels of management. The high gap in total remuneration for key management
personne! in part reflects the role of nan-salary benefits, such as bonuses, in exacerbating the pay gap in favour of
men in this management category.

Gender pay gaps are traditionally lower in non-manager categories due to less discretionary pay and greater reliance
on awards and callective agreements.

Chart 2: Gender pay gap by management category

B Total remuneration
B Full-time base salary GPG% I Fyll-time total remuneration GPG% GPG in dollars
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managers :
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Gender pay gaps by industry

All industries have a pay gap in favour of men

=+ Financial and Insurance Services remains the incustry with the highest total remuneration gender pay gap,

althoughit hes decreased since 20713-14.

= The gender pay gap decreased most sizeably in Administrative and Support Services
= Construction and Rental, Hiring and Real Estate Services saw consecutive increases in gender pay gaps over

the past two years

Table 1: Total remuneration gender pay gap by industry

2013-14 (%)

*

2014-15(%) 2015-16( %)

I = =

-

-

- = = - |

-

3

¥

Financial and Insurance Services 361
Rental, Hiring and Real Estate Services 256
Construction 254
Professionsl, Scentific and Technical Services 279
Information Media and Telecormmunicatians 254
Transport, Postal and Warehousing 226
Agriculture, Forestry and Fishing 216
Arts and Recreation Services 228
Electricity, Gas, Water and Waste Services 193
Retail Trade 176
Mining 17.2
Administrative and Support Services 230
Other Services 173
Health Care and Social Assistance 16.4
Manufacturing 149
Accommadation and Food Services 1.7
Public Administration and Safiety a1
Wholesale Trade

Education and Training 96
All industries

24.7 24.0 23.1

Gend as crily, exciudvig CECs and managers who report to sameang overseas who s mare s

o than the CE01
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Women in management Women's representation on governing bodies

The most senior roles are heavily male-dominated

The representation of women declines steadily with seniority. However, the representation of women across al
management categories has grown since 2013-14.

Chart 3: Proportion of women by management category
There has been a slight increase in the representation of women on governing bodies, but a decline in fernale chairs

=+ The proportion of female directors was 24 7%, =+ The praportion of boards that had a target for
. up from 23.6%in 2014-15. gender compesition was 1 2.7%.
* ? = The proportion of female chairs was 12 9%,
CEQ/Head of Business in Australia 16.3% downfrom 14.2% in 2014-15

"
2074275 15.4% 1_
01314 15.7%

Appointments and promotions

.
' Key management personnel 28.5% ? A higher proportion of men are appointed and promoted to manager positions than women. However, as woren
Ao 1E 27.4% currently represent 37.4% of managers; they are being appainted and promoted at a proportionately higher rate
2013414 26.1% t than their current representation.
.
Gther executives/ ? Table 2: Proportion of women and men appointed or promoted by management status
general managers 30.1% ]

[ —— Manager (%) Non-Manager (%) Total (%)
013 -14 27.8% '
Fernale Male Fernale Male Fernale Male
' > Appointrments 426 57.4 510 490 50.5 495
Senor managers 34.1% ’F Promtions 441 550 490 510 478 522
2014 -15 33.0%
2093 -14 31.7% f
' . . Women's representation Table 3: Percentage of women in non-management occupations
managers 40.8% ? in non-management Non-management accupations % women
| 2074215 40.0% n OCCUPatlons Clerical and administrative 731
2013-14 39.8%
Community and personzl service 715
Wornen make up 57.0% of all non-manager Sales 596
s s 0 roles and zre concentrated in traditionzlly female -
"""ﬁ”\ﬂ* occupations including community and personal Frofessionals 34
Female managers overall 37.4% service and clerical and administrative Other 408
Labourers 313
6-1 % of all managers are employed on a part-time basis Machinery operators and drivers 11.0

Technicians and trace 1.6
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Women in management by industry

Most industries show little movernent in the represenitation of women in management since 201 3-14, Administrative
and Support Services showed the largest decline in the representation of women in management, while Wholesale

Trade showed the largest increase.

Wornen represent the majority of managers inonly ane industry, Health Care and Sodial Assistance.

Table 4: Percentage of women in management by industry

Industry 2013-14 (%) 2014 -15 (%) 2015-16 (%)
Health Care and Social Assistance 623 703 702
Education and Training 454 492 497
Retail Trade 46.2 470 479
Accommedation and Food Services 477 44.4 £43
Administrative and Support Services 498 49.2 431
Other Services 395 388 384
Financial and Insurance Services 373 379 378
Arts and Recreation Services 322 335 338
Renttal, Hiring and Real Fstate Services 325 326 329
Prafessional, Scientific and Technical Services 309 316 325
Information Media and Telecommunications 210 320 324
Whelesale Trade 223 238 270
Transport, Postal and Warehousing 237 237 246
Manufacturing 212 21.4 225
Electricity, Gas, Water and Waste Services 198 215 222
Agriculture, Forestry and Fishing 167 17.0 177
Public Administration and Safety 6.9 16.8 16.7
Mining 14.0 146 15.3
Construction 08 109 109

- - = - -
" . .
=3
I
S

-

[ |

- - -

Industry segregation

Across the workforce, marty industries are dominzted by employees of cne gender,

Chart 4: Gender composition by industry

Health Care and Sorial Assistance
Educaticn and Traming

Retail lrade

Financial and Insurance Services
Accomimodation and Food Services

Arts and Recreation Services

Other Services

Administratve and Support Services
Rerital, Hiring and Real Estate Services
Piofessanal, Scientific and Technical Sarvices
Information Media and Telecommuncations
Wholesale Trads

Aryicutture, Forestry and Fishing
tarufacturing

Transport, Postal and Warehousing
Electrcty, Gas, Water and Waste Sarvices
Public Administration and Safety
Construction

Wining

Al industries

Workforce composition
by gender dominance

Around sixin 10 employees work in industries that are

dominated by one gender.

Chart 5: Proportion of workforce working in male,

female and mixed-industries

30 January 2017

= Viomen (%)

204%
159%
158%
49.7%

30.1%
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Graduate and apprentice composition

=

he cornposition of graduates by industry suggests little change to current industry gender compasition patterns
- it cdosely matches the industry composition for 16 of the 19 industry categories.

= There zre 35,855 apprentices and 19,612 gracuates in the 2071516 dataset. Apprenticeships represented
in the dataset are heavily male-dominzated, with only 4,807 females (13.4%).
= The 9,276 female graduates represent nearty half (47.3%) of all graduates.

= Apprenticeship gender composition was heavity male-dominated in all industries except Health Care and
Sodial Assistance.

Table 5: New female graduates and apprentices entering industries
|7 Female Dominated mixed [l Male Dominated

Industry gender Femnale graduates ~ Femnale apprentices
Industry dominance (%) (%)

Administrative and Support Services Mixed 65.3 55
Retail Trade Mixed 480 7T
Accommeodation and Food Services Mixed 452 385
Financial and Insurance Services Mixed 433 348
Rental, Hiring and Real Estate Services Mixed 418 147
Arts and Recreation Services Mixed 41.2 N0
Other Services Mixed 381 106

-
~
w
=
w
ES

Allindustries Mixed

30 January 2017

Workforce by employment status

Chart 6: Workforce composition by gender and employment status

x

52% g

Part-time male 1
(+0.pp)

The Agency’s 2015-16 cataset covers an additional 50,482 employees compared to 2014-15. This increase has been
recorded in female-dominated (Health Care and Social Assistance) and mixed industries (Retail Trade and Administrative
Support Services), with a reduction in employee numbers in male-dorminated industries (Mining, Censtruction,
Manufacturing). Qur dataset shows a decline in full-time permanent employment and growth in casual ermployment

Chart 7: Female employees by employment status Chart 8: Male employees by employment status

26.9% 40.7% FEI?:'%
Casual Full-time v ;me
female female male

20.5%

Casual

male
32.4%
Paf:—ﬂlme 10.4%
male Part-time
male
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Employer action on gender equality

The data suggests improvements in employer action on workplace gender
equality in a number of areas

Fnoouragingly, there has been anincrease in the proportion of organisations with an overall gender
equality palicy and/or strateqy from 66.2% in 2013-14to 70.7%in 2015-16

6 OO

66.2% 68.4% 70.7%

2013-14 2014-15 2015-16

Organisations also report having targeted polices and/or strategies in place ta support gender equality
through their human resources functions. Fewer than one in four organisations link key performance
indicators for managers to gender equality.

Chart 9: Percentage of policies and/or strategies supporting specific human resource functions

\ 78.6% 70.8% 68.4%

Recruitment Training and Performance
developrment mansgement processes

62.3% 55.3% 54.6%

Prormatians Talerit fhigh potentiz Retertian
identification

52.1% 48.2% 23.4%

Successian Resignations Key performance

planning indicators for managers
relating to gender equality
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Action on pay equity

27 0% of organisations reparted a remuneration gap ana'yss had been conducted, compared
with 28.3%in 2014-15

An increasing number of organisations are taking action as a result of their remuneration gap
analysis (56.0%, up from 50.7%)

More organisations are reporting pay equity metrics to the governing bady (14.4%, up from
9 7%} and 1o the executive (25.4%, up from 19.4%)

Flexible working

62.9% of organisations have either a policy and/or strategy for flexible working arrangerments, up from
60.2%in 20714-15

Crganisations were more fikely to offer formal arrangements around: part-tme, job-sharing and

leave; but informal arrangements for flexible hours, time-in-lieu, compressed working weeks and
telecommuting.

Support for employees with caring responsibilities

53.5% of employers offered non-leave based measures to support employess with caring responsibilities
(down from 56.4%)

[he most common non-leave based measure was breastfeeding faciities {28 7%)

Provision of employer-funded childcare was low, with 5.7% of employers offering on-site childcare and
3 1% offering employer-subsidised childcare

4.0% of employers offered a return to work bonus, while B 3% offered coaching for employees returning
towork from parental leave.

Parental leave

The propartion of organisations offering paid leave for prmary and secondary carers has remained stable
since 2071314, with a decline i the average length of primary carers’ leave offered,

4B.0% of organisations offer paid primary carers’ leave while 36.2% offer paid secondary carers’leave

Primary carers’ leave: average of 8.7 weeks paid primary carers’ leave offered as a minimurm, which is down
from 171 weeks in 2014-15

Secondary carers’ leave: average of 1.5 weeks paid secondary carers’ leave offerad as a minmum, which is
the same as 2014-15.

7 6% of all employees on parental leave ceased employment while on parental leave

37
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Family or domestic violence

= 39.3% of organisations have a domestic violence policy and/or strategy, up from 34.9%in 2014-15.

= 74.8% of organisations offer support to employees experiencing family or domestic violence through
arange of measures. The most comimaon measures were employee assistance programs, access T paid
and/or unpaid leave (52.6%), flexibie working arrangements (48.6%) and referral services (26.9%).

= 11.0% of organisations train key staff 1o handle cases where employess experience domestic violence.

Sex-based harassment

= There has been an increase in the number of employers conducting management Training on sex-based
harassrent prevention, from 81.5%in 2014-15t0 B3.8% in 2015-16.

= 97.7%of ermployers have a policy and/or strategy on prevention of sex-based harassment.

-
-
-
-
-
-
-
-

S
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Workplace
= o Gender Equality
Australian Government Agency
WGEA Data Explorer

Explore the data for yourself at
data.wgea.gov.au

WGEA data for 2015-16 covers more than four
million employees in Australia.

You can explore the data across detailed
industry classifications and compare gender
pay gaps, workforce composition and employer
action on gender equality.

Advice and assistance

For further advice Workplace Gender Equality Agency
and assistance, Level 7, 309 Kent Street
please contact: Sydney NSW 2000

t: 02 9432 7000 or 1800 730 233

e wgea@wdgea.gov.au
WWw.wgea.gov.au

Follow us on social @WGEAgency
media:
@wgeagency

Search Workplace Gender Equality Agency
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