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OVERVIEW – DIVERSITY AND INCLUSION CONCURRENT SESSION 

Increasingly, diversity and inclusion has become a boardroom issue for many organisations. 

The research is clear. Diverse businesses perform better. Diversity amongst people increases 

the range of opinions, experiences and inputs available in a business, which in turn improves 

its performance. This effect is especially important in decision-making, planning and strategy 

areas. McKinsey’s recent study of 1,000 companies in 12 countries (2018) demonstrates that:  

“Companies in the top-quartile for gender diversity on executive teams were 

21% more likely to outperform on profitability and 27% more likely to have 

superior value creation. The highest-performing companies on both 

profitability and diversity had more women in line (i.e., typically revenue-

generating) roles than in staff roles on their executive teams. … Companies in 

the top-quartile for ethnic/cultural diversity on executive teams were 33% 

more likely to have industry-leading profitability. … Companies in the bottom 

quartile for both gender and ethnic/cultural diversity were 29% less likely to 

achieve above-average profitability than were all other companies in our data 

set. In short, not only were they not leading, they were lagging.”  

Diversity in executive decision-making is clearly a winner. 

This PIR Concurrent Session will focus on the following key areas:  

• Diversity and the ‘future of work’ - Industry 4.0; 

• Workplace Gender Equality Agency (WGEA) findings and enterprise-led strategies to 
improve gender diversity;  

• The gender pay gap; 

• Key decisions of the Fair Work Commission; 

• Indigenous employment and supply chain engagement; 

• Cross-generational diversity and inclusiveness; 

• A differently-abled workforce. 
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A key purpose of the PIR Diversity and Inclusion Concurrent Session is to exchange ideas, 

practices and initiatives between Member companies to collectively build greater strategic 

thinking about more inclusive and innovative workplaces. 

The Concurrent Session will ask participants to consider a range of questions (below) to assist 

discussion and information exchange. 

This paper ends with a reminder to complete and submit your Workplace Gender Equality 

Reports to WGEA by 31 May 2018. 

DIVERSITY AND THE FUTURE OF WORK – INDUSTRY 4.0  

There are clear business drivers as to why organisations are investing in diversity and inclusion 

initiatives: diverse businesses perform better, have higher performing cultures and more 

readily attract customers from an increasingly diverse community. 

Further, a diverse and inclusive workplace culture enables organisations to leverage diverse 

knowledge, skills, and perspectives to improve business outcomes, for example:  

• Better innovation, and creative ideas development;  

• Better response to changing consumer demands; and 

• Better attraction and retention of talent.   

With the rise of digital technologies as part of the “Fourth Industrial Revolution” – or Industry 

4.0, more businesses are evaluating and re-organising their core functions and changing the 

way work is performed. This brings many opportunities to attract and retain talent from 

diverse groups in the labour market – including women, who are still under-represented in 

managerial and leadership positions and in technical roles and trades. 

The changing nature of work is also requiring that employees have different skills. Industry 

increasingly needs employees who have the relevant specialist technical skills, foundational 

skills including digital literacy and, importantly, new enterprise capabilities in creativity, 

problem solving, advanced reasoning, complex judgement, social interaction and emotional 
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intelligence.  

A key component of the future workforce will be the acquisition of Science, Technology, 

Engineering and Mathematics (STEM) skills. Similarly, the development of management 

capabilities will need to ensure businesses and their workforces are transforming successfully 

in the face of widespread change. 

Given that employment in STEM occupations is projected to grow at almost twice the pace of 

other occupations,1increased participation in occupations and industries that require STEM 

skills and qualifications is critical for industry to future-proof its STEM workforce and ensure 

greater capability and national competitiveness.  

Increased female participation in occupations and industries that require skills and 

qualifications in STEM is also critical in arresting the trend in industry and occupational gender 

segregation. 

Gender segregation starts early in the education system with females significantly under-

represented in STEM education. We know that participation of school girls in STEM subjects 

is poor (and behind OECD peers). Remarkably only 6% of girls study Year 12 physics or 

advanced mathematics compared to 21% and 11.5% of boys respectively.2 Of greater concern 

is that there has been a decline in the participation of school girls in these subjects between 

2001 and 2015. 

The lowering levels of female participation in STEM subjects is influenced by a complex set of 

factors including: gender stereotypes; culture; curriculum; policy; teachers; parents; 

mentoring; and career education. These factors adversely impact the motivation and interest 

of many girls to pursue STEM from an early age. 

  

                                                                 

1 Engineers Make Things Happen, Summary report, Engineers Australia, 2017. 
2 Ibid. 
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For this reason, a number of employers have partnered with schools and tertiary institutions 

to promote STEM learning to all students and to challenge some traditional assumptions 

about STEM-based industries and occupations that are often socialised in girls and boys from 

an early age. 

WGEA FINDINGS AND ENTERPRISE-LED INITIATIVES TO IMPROVE 

GENDER EQUALITY 

More businesses are embedding gender equality initiatives within their organisations. The 

recent 2016-2017 gender equality scorecard from WGEA shows a narrowing of the gender 

pay gap and increased efforts by businesses to drive greater gender equality. 

In particular, the WGEA scorecard and feedback from Ai Group Members reveals that more 

employers are: 

• creating enterprise-led targets supported by a range of organisation-wide strategies 

and actions; 

• conducting a pay equity analysis to identify and address issues of like-for-like pay 

disparity; 

• providing mentoring and sponsorship programs, scholarships for further tertiary study 

and unconscious bias training; 

• reviewing recruitment processes and job descriptions for certain roles in male-

dominated industries; 

• expanding flexible work to encompass job redesign, flexible teams and remote or 

‘mobile’ working; 

• building on flexible leave policies throughout the organisation, including extending 

paid parental leave arrangements to fathers and partners; 

• building organisational KPIs around workplace inclusion; 

https://www.wgea.gov.au/sites/default/files/2016-17-gender-equality-scorecard.pdf
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• adopting targeted policies and strategies to support gender equality in succession 

planning, talent identification, retention and promotions;  

• deepening and/or changing networks for the purposes of recruitment and leadership/ 

Board appointments; and 

• leveraging off any procurement targets or requirements. 

Organisations more advanced on their diversity journey report that they adopt a complete 

employment-life cycle approach to inclusion from education, recruitment, retention, 

promotion, leadership and retirement. More organisations are also reviewing their supply 

chain arrangements with the aim of embedding diversity of community with those that they 

do business with. 

Ai Group’s Diversity and Inclusion Forums are designed for members of our PIR network to 

share best practice inclusion strategies and to network with other like-minded peers. These 

forums are a useful showcase of the range of business strategies in place that have moved 

diversity from a legal compliance issue to one of business imperative.  

THE GENDER PAY GAP 

What is the national gender pay gap? 

The national gender pay gap is the difference between women’s and men’s average weekly 

full-time base salary earnings, expressed as a percentage of men’s earnings. It is a measure of 

women’s overall position in the paid workforce and does not compare like roles. 

At base salary level, it currently stands at $16,183 p.a. in favour of men or 17.3%. But when 

you factor total remuneration in, including bonuses and other discretionary payments, the 

gap increases to $26,000 in favour of men, or 22.4%. While still high, the gap in both base 

salary and total remuneration is slowly narrowing. Australia’s national gender pay gap has 

remained larger than the OECD average, at 15% to 19%, over the past two decades.  
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Across Australian industries, the gender pay gap is smallest (that is, pay is more gender-equal) 

in public administration (6.8%) and largest in finance and insurance services (26.1%). The 

gender pay gap is significantly smaller in the public sector at 10.8%, compared to 19.2% across 

the private sector. Across the States, it is smallest in South Australia (10.3%) and largest in 

Western Australia (22.5%) due to structural differences in their economies (more public 

administration and healthcare in SA but more mining and construction in WA). 

Contributing to the gender pay gap is Australia’s gendered segregation by industry and 

occupation. A recent Senate Committee inquiry found that six in 10 Australian employees 

work in an industry dominated by one gender. According to a KPMG report, for every 10 per 

cent increase in the ratio of men to women in an industry, the average wage increases by 

1.9%. Women are prevalent in the industries of health care & social assistance; education & 

training; and retail, while the industries of mining, construction and public administration & 

safety are still male dominated. 

Despite this, the male dominated industries of manufacturing, construction, mining and 

utilities are continuing to narrow the gender pay gap, while the female-strong industries of 

retail, health care & social assistance and education & training saw a worsening of the gender 

pay gap, suggesting that employers in male dominated industries are more focused on gender 

equality. 

At an occupational level, however, the gender pay gap remains highest for technicians and 

trades and key management personnel. 

Initial pay for Australian graduates in STEM-related and medical professions show that male 

graduates are still paid more than female graduates with the same qualifications, with the 

single exception of a small cohort of female engineering graduates in 2017 (see table below). 

https://www.aph.gov.au/Parliamentary_Business/Committees/Senate/Finance_and_Public_Administration/Gendersegregation/Report
https://home.kpmg.com/content/dam/kpmg/au/pdf/2016/gender-pay-gap-economics-full-report.pdf
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Source: Graduate Employment Outcomes (QILT)  

In Australia, research by Kennedy et al (2017) published in the Journal of Economic Analysis 

and Policy found that reducing Australia’s national gender pay gap by 10% could boost per 

capita output by between 1.3% and 3.0% over the long run, mainly due to the benefits of 

greater female workforce participation. This is a similar size to the “the positive spillover 

effects” associated with investing in education at a national level.3 

Gender pay gaps within businesses 

Pay gaps within businesses can arise in a variety of forms, including: 

• Different pay for men and women who are doing the same job and working at the 

same level (like-for-like pay gaps on a full-time equivalent basis, which are generally 

the easiest to identify); 

• Different pay for men and women in the same occupation within a business because 

more men than women are in higher level roles (e.g. males in the majority of 

supervisor or manager roles); 

• Different pay for men and women across the business due to occupational segregation 

(e.g. men in engineering or sales roles with higher pay and bonuses while women are 

                                                                 

3 Reducing gender wage inequality increases economic prosperity for all: Insights from Australia  

http://www.qilt.edu.au/about-this-site/graduate-employment
http://www.sciencedirect.com/science/article/pii/S0313592617300425
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in administrative support or accounting roles with lower pay and no bonuses); and 

• Different pay for men and women across the business due to a ‘glass ceiling’ that 

keeps women out of senior manager, executive and board level roles. 

While gender segregation in industry and occupations influences pay outcomes for men and 

women, so too can unintentional remuneration practices within organisations – particularly 

with ‘like for like’ roles. WGEA reports that more than one-third of reporting businesses have 

conducted a pay equity audit with many also taking action to identify and address pay inequity 

by conducting internal pay equity audits. A pay equity analysis tool kit is available free online 

at WGEA. Ai Group encourages all employers to make use of this tool kit to ensure their 

organisation can be confident it has fair remuneration practices. 

Why should our business address any pay gap?  

As noted above, eliminating (or at least reducing) gender pay gaps brings significant benefits 

to individuals and to national productivity and output. Eliminating gender pay gaps also 

benefits each business itself. Recognising these benefits is helpful to building a business case 

for undertaking the changes that may be required to close gender pay gaps within a business. 

These benefits to business include the following factors: 

1. Equal and fair pay helps to attract a larger pool of job applicants and to retain staff once 

they are hired. Real and/or perceived pay discrimination (and other discriminatory work 

practices) is known to discourage high quality job applicants and to reduce high quality 

staff retention. 

2. For both potential and existing employees, discriminatory pay rates blunt the effectiveness 

of any performance-based pay systems that might be in place and, at their worst, can blunt 

the performance and contentment of all employees. Academic research indicates that: 

 “gender income inequality is thought to lower real output since an 

individual’s effort is closely related to their wage rate, … Gender income 

inequality discourages the lower paid gender from exerting maximum effort 

(Mirrlees, 1971; Katz, 1986). … [And] men are not incentivized to exert 

https://www.wgea.gov.au/addressing-pay-equity/toolkits-conducting-pay-gap-analysis
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maximum effort since income is awarded on a gendered basis rather than any 

talent or merit.” (Kennedy et al 2017 p. 16).  

This research confirms that performance-based pay must be closely and honestly linked to 

individual effort if it is to be effective as an incentive to work. 

3. Among executives and professionals, equal pay enables workforce diversity, including but 

not limited to gender diversity. This increases the range of opinions, experiences and 

inputs available in a business, which in turn improves its performance.  

4. A final benefit to individual businesses comes from branding and public image. Businesses 

can advertise their non-discriminatory pay and practices to ‘virtue signal’ to potential 

customers. 

On this last effect, the UK is especially interesting to watch right now because large companies 

are being required to report their own gender pay gaps in public for the first time. The early 

reactions are telling. Women inside and outside these companies are questioning if “this is a 

company I wish to work for, that I wish to support”. The potential brand damage is already 

becoming evident for individual firms and for whole industries, even before all businesses 

have lodged their pay gap reports. 
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International Approaches to Gender Pay Gaps 

Country  Reporting Scheme 
 
United Kingdom 

 
Organisations >= 250 employees are required to report 
on gender pay gaps by 30 March 2018 and each 
subsequent year.  

 
Iceland 

 
From 1 Jan 2018 employers >= 25 FT employees 
required to obtain equal pay certification from 
accredited providers or risk financial penalties. 

 
USA 

 
From 31 March 2018, private employers with >= 100 
employees required to submit an annual survey form on 
diversity to the US Equal Employment Opportunity 
Commission 

 
Belgium 

 
Organisations >= 50 employees required to publish 
differences in salaries between men and women in 
annual audits and reports, every 2 years. Pay analysis 
required and any pay gap is publicly available. 

 
Austria 

 
Organisations >= 150 employees required to produce 
income reports every 2 years. Reports must include the 
number of women and men in occupational groups and 
average pay for both. 

 
Germany 

 
Before Parliament: organisations >= 500 employees 
required to publish regular reports on salaries and 
remuneration every 2 years. Employees in orgs with >= 
200 employees may request salary of coworker 

Source: WGEA International Gender Reporting Schemes 

KEY DECISIONS FROM THE FAIR WORK COMMISSION  

FWC Unpaid Domestic Violence Leave Decision 

After last’s year decision to reject the ACTU’s claim for 10 days of paid domestic violence 

leave, on 26 March 2018 a Full Bench of the Fair Work Commission (FWC) decided to 

implement an award entitlement to up to five days of unpaid leave per year for those who 

need to deal with the impact of domestic violence.  

https://www.wgea.gov.au/sites/default/files/International-gender-reporting.pdf
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An employee will only be able to take the leave if it is necessary for them to do something to 

deal with the impact of the domestic violence, and it is impractical for them to do this outside 

of working hours. 

Ai Group’s has played a leading role throughout the FWC’s Domestic Violence Leave Case in 

representing the interests of employers. 

At this stage no awards have been varied to include the new unpaid domestic violence leave 

entitlement. The FWC intends to issue a draft award clause for public comment. Ai Group will 

consider the draft clause and express its views on the clause to the FWC. 

The FWC intends to review the operation of the unpaid domestic violence leave entitlements 

in June 2021 and, at that time, also consider whether any paid domestic leave entitlements 

should be provided to employees and/or access granted to personal/carer’s leave 

entitlements. 

Federal Government announcement regarding unpaid domestic violence leave 

Immediately following the FWC’s Unpaid Domestic Violence Leave Decision, the Minister for 

Small and Family Business, the Workplace and Deregulation, the Hon Craig Laundy MP, 

announced that the Federal Government intends to implement an entitlement to five days of 

unpaid domestic violence leave through amendments to the Fair Work Act. This will have the 

effect of extending the unpaid leave entitlement determined by the FWC for award-covered 

employees, to all employees. The legislation has not yet been drafted. 

FWC Family Friendly Work Arrangements Decision 

On 26 March 2018, a Full Bench of the FWC handed down its decision in the Family Friendly 

Work Arrangements Case. Ai Group played the leading role in representing employers in the 

case. If the ACTU's claims had been accepted, all awards would have been varied to give 

employees with parenting or other caring responsibilities the right to dictate to their 

employer what hours and days they work, with the employer having no right to refuse 

regardless of the circumstances. 
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The FWC has drafted a model clause aimed at facilitating discussion between employers and 

employees about flexible work arrangements rather than imposing outcomes upon 

employers. At this stage no awards have been varied to include the new clause. The FWC has 

indicated that it will receive further submissions before making a final decision on the terms 

of the clause. 

Ai Group is carefully considering the wording of the draft model clause and will express its 

views to the FWC in due course. 

CROSS-GENERATIONAL DIVERSITY AND INCLUSIVENESS 

Ai Group Members are experiencing an increasingly older workforce. This is a common 

phenomenon across Australian workplaces more generally, with the median age of an 

Australian worker being about 40 years old. 

Cross-generational diversity means nurturing the talents and abilities of employees (and 

prospective employees) throughout the employment lifecycle. Understanding the 

perspective and needs of all employees as they journey throughout their career, from 

recruitment to retirement, and nurturing a workplace culture that promotes the exchange of 

knowledge, skills and perspective between all staff, regardless of age.  

Genuine cross-generational diversity and inclusiveness is particularly important as Australia’s 

workforce ages. It is important to understand the physical, mental and economic needs of an 

older workforce, particularly as people continue to work beyond traditional retirement age 

and as workplaces become more and more automated with the emergence of the internet of 

things. 

Just as important are procedures and processes which promote and value information 

exchange between older and younger workers. This is important for knowledge and skills to 

be retained within the business and not lost as knowledgeable staff members retire. An 

example is tandem mentoring among workers of different ages. An older worker is matched 

with a younger worker, with the aim of mentoring each other in the different ways of working 

and knowledge and skill exchange.  
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As Australia moves to an older median worker age, the pool of prospective talent is also 

getting older. This brings the opportunity to attract and recruit more workers, who can add 

to the cross-generational demographic of the company. The Australian Human Rights 

Commission has released an employer guide Willing to Work: Good Practice Examples for 

Employers (2016) which sets out recommendations for businesses and examples of existing 

good practice. The guide also lists resources for employing older and differently-abled 

workers.  

INDIGENOUS EMPLOYMENT & SUPPLY CHAIN ENGAGEMENT 

Unemployment among indigenous Australians is almost double that of non-indigenous 

people. 

Increasing the workforce participation of Australia’s indigenous people has become a focus 

for many Australian companies. For some companies, the focus on indigenous employment 

can develop out of the requirement to have an indigenous employment strategy to qualify to 

tender for Government work, but in Ai Group’s experience this quickly grows beyond a 

compliance exercise for the organisation into an important aspect of the diversity and 

inclusiveness of the business.   

The barriers to indigenous employment are complex and very different to the Australian 

community more generally:  

• Intergenerational unemployment;  

• Inequality in economic development and population;  

• Lower literacy / education rates; 

• High rates of incarceration; 

• Higher rates of poor health; 

• Cultural differences; and 

• Racial discrimination / stereotypes. 

https://www.humanrights.gov.au/our-work/disability-rights/publications/willing-work-good-practice-examples-employers-2016
https://www.humanrights.gov.au/our-work/disability-rights/publications/willing-work-good-practice-examples-employers-2016
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Understanding these barriers is important to attracting, recruiting and retaining employees 

from an indigenous background. It is common for organisations to undertake indigenous 

specific cultural training and consult directly with the indigenous community and 

stakeholders.   

Understanding incentives provided by the Commonwealth Government to indigenous 

employees and their employers is also useful.  

Commonwealth Government Indigenous Procurement Policy 

Launched in July 2015, the Commonwealth Government’s Indigenous Procurement Policy 

(IPP) is a mandatory connected procurement policy to drive demand for Indigenous goods 

and services, stimulate Indigenous economic development and grow the Indigenous business 

sector.  

Commonwealth contracts that are valued at $7.5 million or more and where the majority of 

goods and services are in one of the specified industries, must meet mandatory minimum 

requirements including: 

• A contract-based requirement: achieve at least 4 per cent Indigenous employment 

and/or supplier use on average over the term of the contract; or 

• An organisation-based requirement: achieve 3 per cent Indigenous employment 

and/or supplier use across the organisation on average over the term of the contract. 

Ai Group is a strategic partner with Indigenous organisation the First Australians Chamber of 

Commerce and Industry (FACCI). FACCI can provide companies with a network of Indigenous 

businesses as potential supply chain businesses. FACCI is also running a vendor machine 

program for organisations who wish to contribute to FACCI’s programs. 

  

https://www.pmc.gov.au/indigenous-affairs/economic-development/indigenous-procurement-policy-ipp
https://www.pmc.gov.au/indigenous-affairs/economic-development/indigenous-procurement-policy-ipp
https://www.pmc.gov.au/sites/default/files/publications/ipp-mmr.pdf
https://www.pmc.gov.au/sites/default/files/publications/ipp-mmr.pdf
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A DIFFERENTLY-ABLED WORKFORCE  

The Australian Human Rights Commission’s 2016 report Willing to Work – National Inquiry 

into Employment Discrimination Against Older Australians and Australians with a Disability, 

by references to ABS data, identifies that the labour force participation rate for people with 

disability has remained steady at 53.4%, with little change over the last 20 years. A person 

with a disability is more likely to be unemployed than employed.  

Companies have begun identifying the benefits of a differently-abled workforce, with some 

companies in the technology sector redesigning their recruitment and retention programs to 

attract workers on the autism spectrum.  

In addition, with the rapid growth and prevalence of technology, there is growing community 

awareness that a large number of technology products are in fact excluding groups in the 

community who are affected as employees and/or customers. One such organisation trying 

to raise awareness is the Digital Gap Initiative, which is advocating to ‘bridge the gap’ between 

common features of widely used technology and its lack of accessibility for people who are 

visually and/or hearing impaired. Touch-screen technology for instance is not always an 

accessible technology for some groups. This limits access to particular services and products 

such as ATMs, certain mobile devices, some work and household appliances, elevator 

controls, and some web-based communication platforms. 

Companies rolling out touch-screen technology for their customers should be mindful that 

this type of technology cannot be used by everyone without appropriate modification. 

WORKPLACE GENDER EQUALITY REPORT DUE 31 MAY   

The Workplace Gender Equality Act 2012 (WGE Act) implements reporting requirements for 

employers with 100 or more employees.  

Employers are required to prepare a public report and lodge it with WGEA for each 12-month 

reporting period (1 April to 31 March). The reports must be lodged within two months of the 

end of each reporting period (31 May). 

http://www.digitalgap.org/
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Reports are available in the WGEA portal from 1 April and Members are able to start preparing 

their data by downloading the Workplace Profile worksheets and the Indicative format of the 

reporting questionnaire.  

This year, in order to continue to improve the gender equality insights prepared by WGEA, 

the agency has developed a step-by-step guide to help organisations within a corporate 

structure prepare their reports (titled Entity level reporting for corporate structures & 

requirements for combined reports). This will assist in ensuring that reports to WGEA 

accurately reflect corporate structures and that the aggregated data produced at the end of 

the year is comparable.  Companies that lodge their reports early have the benefit of faster 

upload times and shorter waiting periods to access WGEA advisers if they need assistance. 

Employer obligations 

The WGE Act sets out reporting obligations for employers who for more than 6 months 

between 1 April and 31 March each year employed: 

• 100 or more employees; or 

• 80 or more employees where the employer did employ 100 or more during a 

Reporting Period. 

To determine whether you are a Relevant Employer, you must treat all employees who work 

for a subsidiary as if they were your employees. 

Under the Act, an employer must: 

• Lodge reports with the Agency within the specified time period (NB. the Agency may 

grant an extension where there are reasonable grounds); 

• Ensure that reports are signed by the Chief Executive of the company; 

• As soon as practicable after a public report has been lodged with the Agency, inform 

the employees of the lodgement and make the report available to them (except 

remuneration information and personal information). The employer must advise the 

https://www.wgea.gov.au/sites/default/files/workplace-profile-worksheets-2018.xlsx
https://www.wgea.gov.au/sites/default/files/indicative-format-2017-18.pdf
https://www.wgea.gov.au/sites/default/files/indicative-format-2017-18.pdf
https://www.wgea.gov.au/sites/default/files/97122_Entity-level-reporting-for-corporate-structures.pdf
https://www.wgea.gov.au/sites/default/files/97122_Entity-level-reporting-for-corporate-structures.pdf
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employees that comments on the report may be given to the employer or to the 

Agency; 

• Within seven days of lodging a public report, take reasonable steps to inform each 

union that has members in the workplace that a public report has been lodged with 

the Agency. The employer must advise the union that comments on the report may 

be given to the employer or to the Agency; 

• As soon as practicable after a public report has been lodged with the Agency, inform 

shareholders or members of the employer of the lodgement and make the report 

available to them (except remuneration information and personal information). “As 

soon as practicable” may be at the time when a company’s annual report is distributed 

to shareholders; and 

• Give other relevant information to the Agency if the Agency requests it. 

Employers obliged to report must provide data and answers in respect of: 

• Their organisation’s workplace profile; and 

• A reporting questionnaire relating to a set of gender equality indicators. 

Useful reporting resources can be found on WGEA’s website. 

Minimum standards 

Employers with 500 or more employees are also required to have in place a policy or strategy 

in at least one of the following areas: 

• Gender composition of the workforce; 

• Equal remuneration between women and men; 

• Flexible working arrangements; 

• Sex-based harassment and discrimination. 

https://www.wgea.gov.au/report/reporting-resources
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Relevant employers may be non-compliant if they do not meet a minimum standard and do 

not improve against it by the end of two further reporting periods. 

Consequences of breaching the WGE Act 

WGEA is responsible for monitoring compliance with the WGE Act. The consequences of 

breaching the WGE Act for an employer may include: 

• Naming the employer in a WGEA report; 

• Naming the employer by other means, such as on WGEA’s website or in a newspaper; 

• Deeming the employer ineligible to compete for contracts under the Commonwealth 

procurement framework; and 

• Deeming the employer ineligible for Commonwealth grants or other financial 

assistance. 
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