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Organisation and contact details

Submitting organisation details Legal name The Corporation of The Synod of The Diocese of
Brisbane

ABN 3990601 0979

ANZSTC
Q Health Care and Social Assistance

8790 Other Social Assistance Services

Business/trading name/s Anglicare Southern Queensland

ASX code (if applicable)

Postal address PO Box 10556 Brisbane Adelaide Street

BRISBANE QLD 4OOO

AUSTRALIA

Organisation phone number (07) 3838 7645

Reporting structure Ultimate parent The Corporation Of The Synod Of The Diocese Of
Brisbane

Number of employees covered by
this report

3,097
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1

0
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0
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0

12
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0
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No. of
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1

0

0

0

0

4
0

0

0

0

3

0

0

0

0
o

0

1

0

0

97

0

21

0

0

136

Employment status

e permanent

e contract
e permanent

e contract

3 permanent

e permanent
s contract

l permanent

) contract
e permanent

) permanent

) contract
e permanent

e contract

i permanent

9 permanent

9 contract

e contract

conlract

Full-tir
Full-tin

Part-tir
Part-tir

Casual
Full-tin
Full-tin
Part-tir
Part-tir
Casua
Full-tin
Full-tin
Part-tir

Casual

Full-tim
Full-tin
Part{ir
Part-tin

Casual
Full-tim

Full-timE conlract
Partlin
Part-tin
Casual

Reporting level to CEO

0

-1

-2

-3

4

alltola

Manager occupational categories

CEO/Head of Business in Australia

Key management personnel

Other executives/General managers

Senior Managers

Other managers
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Total employees

0

6
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1.568
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0
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0
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0
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0
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0

0
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0
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0

0

0

0

0

0

0

0

0

0

0

0

U

0

0

0

0

M

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

F

0

0

0

0

0

0
0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

[ates and annrenlices)
M

55

0

37

0

11

5

0

12

0

1

26

0

261

0

46
27

0

11

0

1

0

0

0

0

0

0

0

0

0

0

No- of emolovees (excludino orar

F

202

0

302
0

55

I
0

I
0

1

92

0

1.305

0

253
136

0

64

0

11

0

0

0

0

0

0

0

0

0

0

Employment status

Full-lime oermanent
Full-lime contract
Part-time oermanent
Part-time contract
CasLral

Full-lime permanent

Full-lime contract
Part{ime permanent

Part{ime contract
CasLral

Full-lime Dermanent
Full-time contract
Part{ime Dermanent
Part-time contract
Casual
Full-time oermanent
Full-time contract
Part-time oermanent
Part-time contract
Casu al

Full-time oermanent
Full-time contracl
Part-time Dermanent
Part-time contract
Casual

Full-time oermanent
Full-time contract
Part'time permanent

Part.lime contract
Casual

Non-manager occupational categories

Professionals

Technicians and trade

Community and personal service

Clerical and administrative

Sales

Machinery operators and drivers
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0
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1

0

1

0

0

0

0

0

Casual

Part-time oermanent
Part-time contract

Full-time permanent
Full-time contract
Part-time permanent
Part-time contract
Casual

Labourers

Others

Grand
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w . .,, ./ Workplrce
: Gender Equality, Aqency

Date submitted:
Unique report number: nwpqcfel re

Reporti n g q uestion naire

Gender equality indicator 1: Gender composition of workforce
This indicator seeks information about the gender composition of relevant employers in a standardised format, to enable the
aggregation of data across and within industries. The aggregated data in yourworkplace profile assists relevant employers in
understanding the characteristics of theirworkforce, including in relation to occupational segregation, the position of women and
men in management within their industry or sector, and patterns of potentially insecure employment.

NB. IMPORTANT:

. References to the Act mean the Workplace Gender Equality Act2012.

'A formal 'policy' and/or'formal strategy' in this questionnaire refers to formal policies and/or strategies that are
either standalone or contained within another formal policy/formal strategy.

' Data provided in this reporting questionnaire covers the TOTAL reporting period from 1 April 2019 to 31 March
2020. (This differs from the workplace profile data which is taken at a point-in-time during the reporting period).
. Answers need to reflect ALL organisations covered in this report.
. lf you select "NO, lnsufficient resources/expertise" to any option, this may cover human or financial resources.

I Do you have formal policies and/or formal strategies in place that SPECIFICALLY SUPPORT GENDER EQUALITY
relating to the following?

1.1 Recruitment

X Yes (select all applicable answers)
X policy

X Strategy
fl ttto lygu may specifo why no formal policy or formal strategy is in place)

E Currently under development, please enter date this is due to be completed
n lnsufficient resources/expertise
fl Not a priority

1.2 Retention

! Yes (select all applicable answers)
! poticy

I Strategy

Au!tnllon Cmtmnrclt

1.3

I No (you may specify why no formal policy or formal strategy is in place)
I Currently under development, please enter date this is due to be completed
! !nsufficient resources/expertise
X Not a priority

Performance management processes

X Yes (select all applicable answers)
X Policy

fl ruo
fl Strategy

(you may specify why no formal policy or formal strategy is in place)
! Currently under development, please enter date this is due to be completed
n lnsufficient resources/expertise
! Not a priority

Public report I www.wgea.gov.au
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Promotions

! Yes (select all applicable answers)
! eoticy
E Strategy

I lto lyou may speciff why no formal policy or formal strategy is in place)
l_J Currently under development, please enter date this is due to be completed
n I nsufficient resources/expertise
I Not a priority

Talent identification/identification of high potentials

E Yes (select all applicable answers)
! eoticy
n Strategy

I tto lyou may specify why no formal policy or formal strategy is in place)
ll Currently under development, please enter date this is due to be completed
E I nsufficient resources/expertise
! Not a priority

Date submitted:
Unique report number: nwpqcfe'l re

Aurtnlhtr CqErnilcnt

1.4

1.5

1.6 Succession planning

! Yes (select all applicable answers)

X tto

LJ Policy
! Strategy

(you may specify why no formal policy or formal strategy is in place)
X Currently under development, please enter date this is due to be completed

June 2021
! lnsufficient resources/expertise
I Not a priority

1.7

1.8

1.9

Training and development

X Yes (select all applicable answers)
X poticy

! Strategy
f] No (you may speciff why no formal policy or formal strategy is in place)

ll Currently under development, please enter date this is due to be completed
I lnsufficient resources/expertise
fl Not a priority

Key performance indicators for managers relating to gender equality

! Yes (select all applicable answers)
! poticy

n Strategy
I No lyou may speciff why no formal policy or formal strategy is in place)

n Currently under development, please enter date tni6 is Uue to bb completed
E lnsufficient resources/expertise
! Not a priority

Gender equality overall

! Yes (select all applicable answers)
I Policy
n Strategy

X lto (you may speciff why no formal policy or formal strategy is in place)

-n 
Currently under development, please enter date thi; is du; to be completed

E I nsuffi cient resources/expertise
! Not a priority
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# Date submitted:
Unique report number: nwPqcfel re

1,1 0 How many employees were promoted during the reporting period against each category below?

IMpORTANT: Because promotions are included in the number of appointments in Q1.11, the number of
promotions should never exceed appointments.

Managers Non-managers

PermanenUongoing full-time employees

PermanenVongoing part{ime employees

Fixed-term contract full-time employees

Fixed-term contract part-time employees

Casual employees 0

1.11 How many appointments in total were made to manager and non-manager roles (based on WGEA'defined
r"n"g"t"/non-managers) during the reporting period (add the number of external appointments and internal
promotions together)?

Female MaleFemale

0

0

0

2

0

0

0

0

0

0

0

0

0

0

Female

3

Male

1Number of appointme nts made to MANAGER roles (includ ing promotions)

Number of appointments made to NON-MANAGER roles (including promotions) 26

,1,12 How many employees resigned during the reporting period against each category below?

Managers Non-managers

FemaleMale

Perlg19nUong91nO fu!{1me employees

PermanenVongoing part-time employees

Fixed-term contract full-time employees

Fixed-term contract part-time employees 0

Casual employees 92

,1.1g lf your organisation would like to provide additional information relating to gender equality indicator 1,

please do so below.

Anglicare Southern Queensland has a vision to create a more caring, just and inclusive society' The gender

proiile of Anglicare Southern Queensland is comprised of a predominantly female workforce, and through this,

ihe organisations commitment to supporting gender equality, throughout the employment lifecycle is a natural

occurrence.

Female

32

Male

25

3513 3

86

273

0

0

0

4

Gandar edualifv inclicator 2: Gender comDosition of qoverninq bodies

Gender composition of governing bodies is an indicator of gender equality at the highest level of organisational leadership and

decision-making. This gender e[uality indicator seeks infoimation on the representation of women and men on governing bodies.

if,r" t"rr ,'goveining bo-dy" in relation io a relevant employer is broad and depends on the nature of your organisation' lt can mean

the board Jf directors, trustees, committee of management, council or other governing authority of the employer'

The organisation(s) you are reporting on will have a governing body. ln the Act, governing-body is defined as "the

board 6f directors, tiustees, committ-ee of managemJnt, couniil or other governing authority of the employer". This
question relates to the highest governing body for your Australian entity, even if it is located overseas.

2.

Public report I www.wgea.gov.au
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Male

AurtElhn C6!mlril

2.1

2,'1a,1 Organisation name?

Anglicare Southern Queensland

Female
Number

2.'1c.1 How many other memberc are on this governing body (excluding the chair/s)?

Please answer the following questions relating to each governing body covered in this report.
Note: lf this report covers more than one organisation, the questions below will be repeated for each
organisation before proceeding to question 2.2.

lf your organisation's governing body is the same as your parent entity,s, you will need to add your
organisation's name BUT the numerical details of your parent entity,s governing body.

2'1b.1 What gender is the Chair on this governing body (if the role of the Chair rotates, enter the gender of the
Chair at your last meeting)?

Number 4

2.1 d.1 Has a target been set to increase the representation of women on this governing body?

Yes
No

!
X (you may specify why a target has not been set)

X Governing body/board has gender balance (e.g.4oo/o women/40% men/20% either)
LJ Currently under development, please enter date this is due to be completed
Ll lnsuffi cient resources/expertise
! Do not have control over governing body/board appointments (provide details why):
n Not a priority
fl Other (provide details):

2,'l g,l Are you reporting on any other organisations in this report?

nx
Yes
No

2.2

2.3

Do you have a formal selection policy and/or formal selection strategy for governing body members for ALL
organisations covered in this report?

[l Yes (select all applicable answers)
[l eoticy
! Strategy

! ttlo (you may specify why no formal selection policy or formal selection strategy is in place)
! ln place for some governing bodies
n currently under development, please enter date this is due to be completed
Ll lnsufficient resources/expertise

! Do not have control ovei governing body appointments (provide details why)! Not a priority
! Other (provide details):

Does your organisation operate as a partnership structure (i.e. select NO if your organisation is an
"incorporated" enti$r - Pty Ltd, Ltd or lnc; or an ,,unincorporated', entity)?

Public report I www.wgea.gov.au o



# Workplace
Gender Equality
Aqerry

Within last 1-2 years
More than 2 years ago but less than 4 years ago

Date submitted:
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Aurtmllor Co$rnolcnt

2-5

tr
n

E Yes
XNo

lf your organisation would like to provide additional information relating to gender equality indicator 2'

please do so below.

Anglicare Southern Queensland's immediate governing body is the Community. Services Commission (CSC).

ThE chair of CSC is female. ln addition to the ihair, almost half of the commission members are female.

3.

Gender equality indicator 3: Equal remuneration between women and men

Equal remuneration between women and men is a key component of improving women's economic security and progressing

gender equality.

Do you have a formal policy and/or formal strategy on remuneration generally?

[| Yes (select all applicable answers)

X Policy
I Strategy

E No (you may specify why no formal policy or formal strategy is in place)'[] 
Currenity under development, please enter date this is due to be completed

! lnsufiicient resources/expertise
! Salaries set by awards/industrial or workplace agreements

E Non-award employees paid market rate

n Not a priority

I Ottrer (provide details):

3.1 Are specific gender pay equity objectives included in your formal policy and/or formal strategy?

E Yes (provide details in question 3.2 below)

E flo-ti'ou r"y specify why pay equity objectives are not included in your formal policy or formal strategy)'n 
Crrr"nity under deveiopment, piease enter date this is due to be completed

X Salaries set by awards/industrial or workplace agreements

n I nsuffi cient resources/expertise
X Non-award employees paid market rate

n Not a priority

n Otner (provide details):

Have you analysed your payroll to determine if there are any remuneration gaps between women and men (i.e'

conducted a gender pay gap analysis)?

n Yes - the most recent gender remuneration gap analysis was undertaken:

E Within last 12 months

4.

n Other (provide details):
M rr^ /.,^,r *^., -naaifir r'h- ',^'i L^.r- nnf anrlrrcar{ vnrrr navrnll for oender remunefatiOn OaOS)
fAl rru \yvu rrrq, -Pevrry ttttt tve t--' f-r'-"'h 

Curtenity under development, please enter date this is due to be completed

n lnsufficient resou rces/expertise

E S.f"ii"r for ALL employees (including managers) are set by awards or industrial agreements AND there is no

room for discretion in pay changei (for LxamplJbecaus! pay increases occur only when there is a change in tenure or

qualifications)--- - 
X s"i"ries for SOME or ALL employees (including managers) are set by awards or industrial agreements and there

lS room for discretion in pay changes (because pay increises can occur with some discretion such as performance

assessments)
X Non-award employees paid market rate

I Not a priority

fl Other (provide details):

Public report I www.wgea.gov.au
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4.2 lf your organisation would like to provide additional information relating to gender equality indicator 3,
please do so below:

The vastmajority of employees are covered by Enterprise Agreements. Anglicare SQ pays in the mid to upper
range of Enterprise Agreements rates when compared amongst local competitors.

Gender equality indicator 4: Flexible working and support for employees
with family and caring responsibilities
This indicator will enable the collection and use of information from relevant employers about the availability and utility of
employment terms, conditions and practices relating to flexible working arrangements for employees and to working irrangements
supporting employees with family or caring responsibilities. One aim of this indicator is to improve the capacity of women alnd men
to combine paid work and family or caring responsibilities through such arrangements. The achievement of this goal is fundamental
to gender equality and to maximising Australia's skilled workforce.

A "PRIMARY CARER" is the member of a couple or a single carer, REGARDLESS oF GENDER, identified as having
greater responsibility for the day-to-day care of a child.
Do you provide EMPLOYER FUNDED paid parental leave for PRIMARY CARERS that is available for women AND
men, in addition to any government funded parental leave scheme for primary carers?

I Yes. (Please indicate how employer funded paid parental leave is provided to the primary carer):
n By paylng the gap between the employee;s salarv and the oovernment,s oaid narental legvo schemc

5.

lX By paying the employee's full salary (in addition to the government's paid scheme), regardless of the period of
time over which it is paid. For example, full pay for 12 weeks or half pay for 24 weeks

! As a lump sum payment (paid pre- br post- parental leave, or a combination)
Ll No, we offer paid parental leave for primary carers that is available to women ONLY (e.g. maternity leave). (please
indicate how employer funded paid parental leave is provided to women ONLy):

fl pV navlng the gap between the employee's salary and the government's paid parental leave scheme
tr By paying the employee's full salary (iir addition tb the gove-rnment's paid scheme), regardless of the period of

time over which it is paid. For example, full pay for ,12 weeks or half pay for 24 weeks
E As a lump sum payment (paid pre- 

-or 
post- parental leave, or a combination)

Ll No, we offer paid parental leave for primary carers that is available to men ONLY. lFbase indicate how employer funded
paid parental leave is provided to men ONLY):

! !V naVing the gap between the employee's salary and the government's paid parental leave scheme! By paying the employee's full salary (iir addition tro the gove-rnment's paid scheme), regardless of the period of
time over which it is paid. For example, full pay for 12 weeks or half pay for 24 weeks

! As a lump sum payment (paid pre- br post- parental teave, or a combination)
Ll No, not available (you may specifo why this leave is not provided)

E Currently under development, please enter date ihis is due to be completed
! I nsufficient resources/expertise
fl Government scheme is sufficient
I Not a priority
n Other (provide details):

5.1

5a.

5.2

How many weeks of EMPLOYER FUNDED paid parental leave for primary carers is provided? lf different
amounts of leave are provided (e.9. based on length of service) enter thi MINIMUM number of weeks
provided to eligible employees:

I

lf your organisation would like to provide additional information on your paid parental leave for primary
carers e'9. eligibility period, where applicable the maximum numbeiof weeks provided, and other
arrangements you may have in place, please do so below.

lvh lqronortion of your total workforce has access to employer funded paid parental leave for pRlMARy
CARERS?
' ln your calculation, you MUST INCLUDE CASUALS when working out the proportion.
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a <1oo/o

J io-2oo/o
21-30o/o
3',t40%
41-50%
51-60%
61-7Oo/o
71-80%
81-90%
91-99%

! too"z"

5.3 Please indicate whether your employer funded paid parental leave for primary carers covers:

A "SECONDARY CARER" is a member of a couple or a single carer, REGARDLESS OF GENDER, who is not the
primary carer,

Do you provide EMPLOYER FUNDED paid parental leave for SECONDARY CARERS that is available for men and
women, in addition to any government funded parental leave scheme for secondary carers?

Yes
No, we offer paid parental leave for SECONDARY CARERS that is available to men ONLY (e.g. paternity leave)
No, we offer paid parental leave for SECONDARY CARERS that is available to women ONLY 

-

No (you may specify why employer funded paid parental leave for secondary carers is not paid)
I Currently under development, please enter date this is due to be completed
! lnsufficient resources/expertise
! Government scheme is sufficient
I Not a priority
I Other (provide details):

6.1 How many days of EMPLOYER FUNDED parental leave is provided for SECONDARY CARERS? lf different
amounts of leave are provided (e.9. based on length of service) enter the MINIMUM number of days provided
to eligible employees:

tr
n
!

X
ax

acySunog
Adoption

Stillbirth

6.

6a.

5

lf your organisation would like to provide additional information on your paid parental leave for SECONDARY
CARERS e.g' eligibility period, other arrangements you may have in place etc, please do so below.

What proportion of your total workforce has access to employer funded paid parental leave for SECONDARY
CARERS?
' ln your calculation, you MUST INCLUDE CASUALS when working out the proportion.

J,<a%
10-20%
21-3!o/o
3140%
41-5A%
5't-60%
61-7Oo/o
71-80%
81-90%
91-99%
lOOo/o

6'3 Please indicate whether your employer funded paid parental leave for secondary carers covers:

6.2

fI
tr
tr
tr!!
tr
X
D
n
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Secondary carer's leave

Female Male

Secondary carer's leave

Female Male

How many MANAGERS have taken parental teave during the reporting period (paid and/or unpaid)? lnclude
employees still on parental leave, regardless of when it commenced, - '

X Adoption
xx

Surrogacy
Stillbirth

Managers ls

7.1

Non-managers

Primary carer's leave

Female

Female

Male

Primary carer's leave

0

How many NON-MANAGERS have taken parental leave during the reporting period (paid and/or unpaid)?
lnclude employees still on parental leave, regardless of when it commence-d.

l.
Male i

I

)+

I' How many MANAGERS. durino the renortino neriod- ccnqed amnlovmrni hafnra rorrrrrrihn r^ rr,^rL rr*m xrrsarar
leave, regardless of when the leave commenced?
' lnclude those where parental leave was taken continuously with any other leave type. For example, where
annual leave or any other paid or unpaid leave is also taken at th;t time. 

-

'ceased employment' means anyone who has exited the organisation for whatever reason, including
resignations, redundancies and dismissals.

Female
I

lo

Male
Managers

8.1 How many NON-MANAGERS, during the reporting period, ceased employment before returning to work from
parental leave, regardless of when the leave commenced?
' lnclude those where parental leave was taken continuously with any other leave type. For example,
where annual leave or any other paid or unpaid leave is also taken at that time,

'Ceased employment' means anyone who has exited the organisation for whatever reason, including
resignations, redundancies and dismissals.

i,
Female

l

io

Male
Non-managers

9. Do you have a formal policy and/or formal strategy on flexible working arrangements?

[l Yes (select all applicable answers)
X Policy
! Strategy

E No (you may specify why no formal policy or formal strategy is in place)
u currently under development, please enter date this is due to be completed
n lnsufficient resou rces/expertise
n Don't offer flexible arrangements
! Not a priority
I Other (provide details):

Do you have a formal policy and/or formal strategy to support employees with family or caring responsibilities?

[l Yes (select all applicable answers)

10.
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Available at some worksites only
Available at all worksites

Date submitted:
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Aus(ElhD Go$rnmcni

11

!No
I Poticy
! strategy

(you may specify why no formal policy or formal strategy is in place)
E Currently under development, please enter date ttrli is Cue to be completed
! I nsufficient resources/expertise
n lncluded in award/industrial orworkplace agreement
! Not a priority
! Other (provide details):

Do you offer any other support mechanisms, other than leave, for employees with family or caring responsibilities
(eg, employer-subsidised childcare, breastfeeding facilities)?

X Yes
nuo (you may specify why non-leave based measures are not in place)

I Currently under development, please enter date this is due to be completed
E lnsufficient resou rces/expertise
! Not a priority
! Other (provide details):

11'1 Please select what support mechanisms are in place and if they are available at all worksites.
' Where only one worksite exists, for example a head.office, select "Available at all worksites"

! Employer subsidised childcare
! Available at some worksites only
E Available at all worksites

E On-site childcare
n Available at some worksites only
n Available at all worksites

! Breastfeeding facilities
n
n

n Childcare referral services
tr
n

Available at some worksites only
Available at all worksites

! lnternal support networks for parents
Available at some worksites only
Available at all worksites

! Return to work bonus (only select this option if the return to work bonus is NOT the balance of paid parental leave
when an employee returns from leave)

n Available at some worksites only
E Available at all worksites

X lnformation packs to support new parents and/or those with elder care responsibilities
X Available at some worksites only
n Available at all worksites

n Referral services to support employees with family and/or caring responsibilities
n Available at some worksites only
I Available at all worksites

I Targeted communication mechanisms, for example intraneV forums
X Available at some worksites only
! Available at all worksites

! Support in securing school holiday care

! A.vailable at some worksites cnli;
! Available at all worksites

n Coaching for employees on returning to work from parental leave
n Available at some worksites only
E Available at all worksites

I Parenting workshops targeting mothers
! Available at some worksites only
! Available at all worksites

E Parenting workshops targeting fathers
! Available at some worksites only
! Available at all worksites

! None of the above, please complete question I 1 .2 below

Public report I www.wgea.gov.au 14
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12. D.o.vou have a formal policy and/or formal strategy to support employees who are experiencing family or domestic
violence?

-'tM Workplace
Gender Equality
Agency

fi Yes (select all applicable answers)
I poticy

! Strategy
n No (you-may specify why no formal policy or formal strategy is in place)

LJ currently under development, please enter date this is due to be completed
E lnsufficient resources/expertise
E lncluded in award/industiial orworkplace agreements
! Not aware ofthe need
! Not a priority
n Other (please provide details):

13. Other than a formal policy and/or form_al strategy, do you have any support mechanisms in place to support
employees who are experiencing family or domestic violence?

X Yes (select all applicable answers)
[l Employee assistance program (including access to a psychologist, chaplain or counsellor)
D Training of key personnel-
E A domestic violence clause is in an enterprise agreement or workplace agreement
n Workplace safety planning
I Access to paid domestic violence leave (contained in an enterprise/workplace agreement)
X Access to unpaid domestic violence leave (contained in an enierprise/workplacjagreement)
{--.1 

Access to paid domestic violence leave (not contained in an enterprise/workplace igreementl
^uw55 ru unpatu tegve
Confidentiality of matters disclosed
Referral of employees to appropriate domestic violence support services for expert advice
Protection from any adverse action or discrimination based on the disclosure oi domestic violence
Flexible working arrangements
Provision of financjal support (e.g. advance bonus payment or advanced pay)
Offer change of office location
Emergency accommodation assistance
Access to medical services (e.g. doctor or nurse)
Other (provide details):

(you_may specify why no other support mechanisms are in place)
Lj Currently under development, please enter date this is due to be completed
Ll lnsufficient resources/expertise
fl Not aware of the need
I Not a priority
E Other (provide details):

Where any of the following options are available in your workplace, are those option/s available to both women
AND men?
. flexible hours of work. compressed working weeks

time-in-lieu
telecommuting
part-time work
job sharing
carer's leave
purchased leave
unpaid leave.

Options may be offered both formally and/or informally.
For example, if time-in-lieu is available to women formllly but to men informally, you would select NO.

xI
Yes, the option/s in place are available to both women and men
No, some/all options are not available to both women AND men

14.1 Which options from the list below are available? Please tick the related checkboxes.
' unticked checkboxes mean this option is Nor available to your employees.

X
X
X
tr
!
X!!
D

fl No

14.

Public report I www.wgea.gov.au
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Managers N

Formal Formal

Flexible hours of work

working weeks

Time-inlieu

Telecommuting

Part-time work

Job sharing

Carer's leave

Purchased leave

Unpaid leave x

'14.3 You may specify why any of the above options are NOT available to your employees.

E Currently under development, please enter date this is due to be completed
! lnsufficient resou rces/expertise

lnformal

!

tr

14.4 lf your organisation would like to provide additional information relating to gender equality indicator 4,
please do so below:

Gender equality indicator 5: Consultation with employees on issues
concerning gender equality in the workplace
This gender equality indicator seeks information on what consultation occurs between employers and employees on issues
concerning gender equality in the workplace.

15. Have you consulted with employees on issues concerning gender equality in your workplace?

(you may speciff why you have not consulted with employees on gender equality)
! Not needed (provide details why):
n lnsufficient resources/expertise
! Not a priority
n Other (provide details):

15,1 How did you consult with employees on issues concerning gender equality in your workplace?

X Survey
X Consultative committee or group
! Focus groups

Exit interviews
Performance discussions

! Other (provide details)

15.2 Who did you consult?

Yes
No

!
x

x!
tr

Not a priority
Other (provide details):
Preference to make arrangements in formal structure to ensure service delivery and equity is applied

All staff
Women only
Men only

lnformal

x
X n x
! fl x
X n X
x n X
x n x
X tr X
X X
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Human resources managers
Management
Employee representative g roup(s)
Diversity committee or equivalent

! Women and men who have resigned while on parental leave
! Other (provide details):

15.3 lf your organisation would like to provide additional information relating to gender equality indicator 5,
please do so below.

During the course of EA negotiations, matters relating to gender equality are discussed between the employer,
unions and employees. ln addition to consultation occurring during EA negotiations, Anglicare SQ has a Joint
Consultative Committee (JCC) which comprises of representatives from the management team, the workforce
and external employee representatives (unions). The JCC meets quarterly and provides an opportunity to
discuss matters that impact the workforce including matters relating to gender. Anglicare also surveyed all staff
in employee engagement survey that had questions on gender equality.

Gender equality indicator 6: Sex-based harassment and discrimination
The prevention of sex-based harassment and discrimination (SBH) has been identified as important in improving workplace
participation. Set by the Minister, this gender equality indicator seeks information on the existence of a SBH policy and/or strategy
and whether training of managers on SBH is in place.

# Wor*place
Gender Equality
Aqerry

16. Do you have a formal policy and/or formal strategy on sex-based harassment and discrimination prevention?

X Yes (select all applicable answers)
X Policy
E StrategY

I No (you may specify why no formal policy or formal strategy is in place)
! Currently under development, please enter date this is due to be completed
! I nsufficient resou rces/expertise

lncluded in award/industrial or workplace agreement
Not a priority

! Other (provide details):

16.1 Do you include a grievance process in any sex-based harassment and discrimination prevention formal
policy and/or formal strategy?

Yes
No (you may specif why a grievance process is not included)

! Currently under development, please enter date this is due to be completed
! lnsufficient resources/expertise
E Not a priority
! Other (provide details):

17 Do you provide training for all managers on sex-based harassment and discrimination prevention?

I Yes - please indicate how often this training is provided:
X At induction
! At least annually
! Every one-to-two years
! Every three years or more
! Varies across business units
E Other (provide details):

! ttto (you may specify why this training is not provided)
I Currently under development, please enter date this is due to be completed
E I nsufficient resources/expertise
! Not a priority
! Other (provide details):

Public report I www.wgea.gov.au 17



*& Workplace
Gender Equality
Agency

Date submitted:
Unique report number: nwpqcfelre

Auitnlbn Corrhmcrt

17.1 lf your organisation would like to provide additional information relating to gender equality indicator 6,
please do so below:

Other

18. lf your organisation has introduced any outstanding initiatives that have resulted in improved gender equality in
your workplace, please tell us about them,

(As with all questions in this questionnaire, information you provide here will appear in your public report.)
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lmportant notes:

1. Proportions are based on the data contained in your workplace profile and reporting questionnaire.2 Some proportion calculations will not display until you press Submit at step d on thl ieporting page in the portal. When your
CEO signs off the report prior to it being submitted, it is on the basis that the proportions witl 6nty ieRect the data contained
in the report.

3. If any changes are made to your report after it has been submitted, the proportions calculations will be refreshed and reflect
the changes after you have pressed Re-submit at step 6 on the reporting page.

Gender composition proportions in your workplace

Based upon your workplace profile and reporting questionnaire responses:

Gender composition of workforce
1 . the gender composition of your workforce overall is 83.0% females and 17.0% males.

Promotions
2. 100.0% of employees awarded promotions were women and 0.0% were men

i. 0.0% of all manager promotions were awarded to women
ii. 100.0% of all non-manager promotions were awarded to women.

3. 65.7% of your workforce was part-time and 0.0% of promotions were awarded to part-time employees.

Resignations
4. 84.0% of employees who resiqned were women and 16.0% were men

i. 80.3% of all managers who resigned were women
ii. 84.5o/o of all non-managers who resigned were women.

5' 65.7% of your workforce was part-time and 54.5% of resignations were part-time employees.

Employees who ceased employment before returning to work from parental leave
i. 0.0% of all women who utilised parental leave ceased employment before returning to workii. 0.0% of all men who utilised parental leave ceased employment before returning tJwork
iii. N/A - managers who utilised parental leave and ceased employment before returning to work were womeniv. N/A - non-managers who utilised parental leave and ceased employment before retu-rning to work were women

Notification and access
List of employee organisations:

Australian Municipal, Administrative, Clerical and Services Union, Queensland Together Branch;
Queensland Nurses & Midwives' Union;
United Voice;
The Australian Workers' Union of Employees

CEO sign off confirmation
Name of CEO or equivalent:

Karen Crouch

Confirmation CEO has signed the report

cEo re: Date:

(A/v/r
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