
What is the gender pay gap?
• The gender pay gap is the difference between women’s and men’s earnings. It can be calculated by industry, organisation, level and

job type

What is pay equity?
• Pay equity is achieved when women and men receive equal pay for work of equal or comparable value. This means women &

men performing the same role at the same performance standard are paid the same amount. It also means women & men
performing different work of comparable value are paid equitably.

The national gender pay gap…
• …is the difference between women’s and men’s average weekly ordinary time full‐time equivalent earnings, expressed as a

percentage. The national gender pay gap has hovered around 15% and 18% for the past two decades.

Gender Equality
• Achieving gender equality, including gender pay equity, is a process that takes time and conscious significant effort.
• It should be looked at in the context of the broader gender equality or diversity strategy
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• We have analysed our data in line with guidelines and definitions recommended
by WGEA

• We have looked at gender distribution and pay gaps by:
 Level
 Organisation wide
 HDA
 Tenure
 Classification
 Division

• We have looked at the way other organisations analyse and report gender pay
gaps ‐ gender pay gap by level not whole of organisation is the recommended
approach (Mercer, Pepsico) .
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Gender Pay Gap by Level and Overall

Source: ABC People, SAP HR Staff List Pay Period 25( fortnight ended 25 June 2017)
+/‐ 3% is not a statistically significant gap for gender analysis. Results that fall outside +/‐ 3% are areas for investigation or improvement

‐ 3.0% 3 0%
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Key findings
 There is no gender pay gap that is unfavourable to women at any level in the ABC.

 At EL3/4 there is a gap that favours women – on average women at this level are paid 5.5% more than men

 Higher percentage of men in Redbook Bands 7, 8 and 9

 Higher percentage of women in Redbook Bands 3 through 5

 Gender distribution is equal/almost equal in Redbook Bands 1, 2, 6 and SE 1/2 and SE 3/4 groupings

 Only 16.3% of women are employed in technologist positions

Recommendations 
 Ensure equity in starting salaries on appointment or promotion – positioning needs to be consistent

 Report and monitor regularly on gender pay

 Focus on improving gender balance for Bands 7,8 and 9.

 Ensure career development opportunities for employees lower bands

 Continuing focus on strategies for women in technology and digital roles
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Next Steps
• Report to People Committee and Board

• Provide divisional more detailed analysis and information for each division



Gender Distribution

Women  Men

DIR 44% 56%

SE 3/4 49% 51%

SE 1/2 49% 51%

9 43% 57%

8 46% 54%

7 46% 54%

6 49% 51%

5 58% 42%

4 64% 36%

3 67% 33%

2 52% 48%

1 50% 50%

8









Women Men Women Men
# # % %

DIR 4 5 44% 56%

SE 3/4 34 36 49% 51%

SE 1/2 127 130 49% 51%

9 93 124 43% 57%

8 207 242 46% 54%

7 343 410 46% 54%

6 418 434 49% 51%
5 447 323 58% 42%
4 403 229 64% 36%
3 173 87 67% 33%
2 85 77 52% 48%
1 16 16 50% 50%

Exec 160 159 50% 50%

Red Book 2,337 2,176 52% 48%
All 2,497 2,335 52% 48%

DIVISION

Employee Number Distribution
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Approved for distribution to the Committee by Managing Director 
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Information 
Agenda item 3.1 
Meeting date 2 August 2017 
Prepared by Manager Recruitment & Remuneration, Jeanette Davis 
Submitted by A/Director Engagement Rebekah Donaldson  
Subject Gender Equity Pay Analysis 

Executive Summary 

This paper provides a summary of the key findings and recommendations from the ABC’s 
gender pay analysis that were presented to the Leadership Team on 13 July 2017. 

Recommendation 

That the ABC conducts regular gender pay analysis and includes pay equity metrics in 
performance reporting.  

Background Information 

In support of the ABC’s strategic objective to embrace diversity in the workplace, the need 
for gender pay equity analysis was identified under the ABC’s Equity and Diversity Plan for 
2016-18.  

The Leadership team are currently looking at how gender equity metrics will be included in 
performance reporting. 
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Confidential Gender Equity Pay Analysis 

 Gender Equity Analysis 

1.1 Key Concepts 

• What is pay equity?

Pay equity is achieved when women and men receive equal pay for work of equal or
comparable value. This means women and men performing the same role at the
same performance standard are paid the same amount. It also means women and
men performing different work of comparable value are paid equitably.

• What is the gender pay gap?

It is commonly used to refer to the difference between women’s and men’s earnings
on a national level. However, gender pay gaps can be calculated in other ways:
across industry or occupation types and within organisations.

Within organisations there are three types of gender pay gaps that can be uncovered
through analysis:

o Like for like – pay gaps between women and men undertaking work of equal
or comparable value

o By level – pay gaps between women and men at the same organisation level

o Organisation wide – the difference between the average remuneration of
women and men across the whole organisation

The national gender pay gap is the difference between women’s and men’s average 
weekly ordinary full-time equivalent earnings expressed as a percentage and is 
currently 16%. It has hovered between 15% and 19% for the past two decades1.  

1.2 Approach 

We have looked at the way other organisations analyse and report gender pay gaps and 
have consulted with the Mercer executives who developed the Australian Government’s 
Workplace Gender Equality Agency (WGEA) methodologies for gender pay gap analysis. 

The ABC’s data has been collated and analysed in line with the guidelines and definitions 
recommended by the WGEA. 

The recommended approach for organisational analysis of gender pay is to look at gender 
pay gap by level and like for like, not whole of organisation.  Organisations such as Pepsico 
who report no gender pay gap have done so on the basis of like for like or by level analysis – 
not whole of organisation.   

When the difference in earnings between men and women is more than 3%, this is 
considered statistically significant and is a pay gap that should be investigated further. 

We have looked at gender distribution and pay gaps by level, classification, division, tenure 
and ABC wide. 

1 WGEA Gender Pay Gap Statistics February 2017 
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1.3 Key Findings 

• There is no gender pay gap that is unfavourable to women at any level in the ABC.

• At Senior Executive Level 3/4 (which is predominantly layer 2 in the ABC) there is a
gap that favours women. On average women at this level are paid 5.5% more than
men.

• Gender distribution is equal or almost equal for entry-level positions (Bands 1 and 2)
and for senior executive positions.

• There is a higher percentage of men employed in each of the three highest level
bands under the Redbook (bands 7,8 and 9).

• There is a higher percentage of women employed in the lower Redbook bands
(bands 3, 4 and 5).

• Only 16.3% of women are employed in technologist positions.

1.4 Recommendations 

• Regularly report and monitor gender pay equity and include gender pay equity
metrics in performance reporting.

• Provide directors with more detailed information on their division to identify any
opportunities to improve gender pay equity in their teams.

• Focus on improving the gender balance for bands 7, 8 and 9.

• Ensure career development opportunities for employees in lower bands.

• Continue the current focus on strategies for increasing the percentage of women in
technology and digital roles.

Attachments – Summary of ABC’s gender analysis data and graphs 

2.1 Gender Equality Snapshot – a look at the ABC’s performance in the context of 
the broader gender equality strategy 

2.2 ABC Gender Distribution Charts  

2.3 ABC Gender Pay Gap by Level and Overall 
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Attachment 2.1 Gender Equality Snapshot – a look at the ABC’s performance in the context of the broader gender equality strategy
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Attachment 2.2 ABC Gender Distribution Charts 
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Attachment 2.2 ABC Gender Distribution Charts Cont’d 
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EY | Assurance | Tax | Transactions | Advisory 

About EY 

EY is a global leader in assurance, tax, transaction and advisory 

services. The insights and quality services we deliver help build 

trust and confidence in the capital markets and in economies the 

world over. We develop outstanding leaders who team to deliver 

on our promises to all of our stakeholders. In so doing, we play a 

critical role in building a better working world for our people, for 

our clients and for our communities.   

EY refers to the global organisation and may refer to one or 
more of the member firms of Ernst & Young Global Limited, 
each of which is a separate legal entity. Ernst & Young Global 
Limited, a UK Corporation limited by guarantee, does not 
provide services to clients. For more information about our 
organisation, please visit ey.com. 

Ernst & Young is a registered trademark. Our report may be 
relied upon by the Australian Broadcasting Corporation for the 
purpose of understanding the Corporation’s gender pay equity 
outcomes only pursuant to the terms of our engagement letter 
dated 18 October 2017. We disclaim all responsibility to any 
other party for any loss or liability that the other party may 
suffer or incur arising from or relating to or in any way 
connected with the contents of our report, the provision of our 
report to the other party or the reliance upon our report by the 
other party.  

Liability limited by a scheme approved under Professional 
Standards Legislation.    

© 2017 Ernst & Young, Australia.  

All Rights Reserved. 

ey.com 

For purposes of the Corporations Amendments (Improving 
Accountability on Director and Executive Remuneration) Act 
2011, this report does not contain a remuneration 
recommendation in relation to key management personnel as 
defined by Division 1 of Part 1.2 of Chapter 1 of the 
Corporations Act 2001. 



GENDER PAY 

Why equal pay and the gender pay gap are not the same thing 

Equal pay is where men and women are paid the same for like work. 

The gender pay gap is the difference between the gross hourly earnings for both men 
and women across an organisation. 

Nationally, one of the main reasons for the gender pay gap is more men are likely to hold 
senior positions than women. 

On average women are not paid less than men for like work at the ABC. 

However, there is a pay gap of 5.2% at the ABC across the organisation. The national pay 
gap is 17.3%. 

ABC gender pay equity analysis 

The ABC conducted its first gender equity pay analysis in May 2017. The analysis was 
conducted on an organisation wide and level by level basis using total fixed remuneration 
and a guide of pay gaps not greater than +/-3%. The analysis showed that there is no pay 
gap unfavourable to women at any level in the ABC. The analysis also showed there is an 
organisation wide pay gap of 5.2% which is driven by the higher representation of women in 
jobs at lower work level bands than men. The results were presented to the Leadership 
Team in July 2017 and to the People Committee in August 2017. 

Review of approach and methodology 

Best practice in gender pay equity analysis recommends using an externally verified 
methodology.  

To progress the ABC’s analysis further, EY were selected and engaged to make 
recommendations on further developing the methodology and approach used in the first 
analysis and to validate and confirm the accuracy of the May 2017 calculations.  

Consideration was given to which of the recommendations (from a data and resource 
perspective) could be adopted immediately and which we could adopt at a subsequent 
stage. EY also assessed the ABC's proposed updated methodology.  

EY confirmed the ABC’s updated methodology represents a detailed and advanced 
approach to gender pay equity reviews that is aligned with its gender diversity objectives. 

ABC policy and approach - for endorsement 

The ABC is committed to reflecting the diversity of the Australian community and providing 
an inclusive workplace. One of the ABC’s inclusion objectives is to ensure there are zero 
gender pay gaps.  

The ABC defines gender pay equity as having a zero gap between average female pay 
compared to average male pay for the organisation, each work level and each role, within a 
defined margin of error for reliable sample sizes. Elements of ‘pay’ examined will include 
salary, bonuses and total pay.  
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The ABC will also consider other factors that make roles equivalent when conducting gender 
pay equity analyses: on hiring, on transfer or promotion including overseas postings, during 
performance and remuneration reviews, in setting allowances and overtime. Therefore, our 
commitment to identifying and addressing any gender pay equity gaps that may arise is an 
ongoing commitment.  

We are committed to conducting gender pay equity analyses on an annual basis and 
disclosing the results to our employees to demonstrate the progress we are making against 
our overall objective of zero gender pay gaps. This will include expected timeframes for 
meeting our zero pay gap objectives. Many organisations choose to only disclose this 
information to senior leaders and some only to those leaders who have a gender pay gap. 
However given the public profile of the ABC and our commitment to open and transparent 
communications with our people, we propose to follow the lead of organisations who 
disclose to all employees their gender pay gap and steps they are taking to address this.  

We anticipate disclosing the results from our gender pay equity analysis, which is currently 
underway, in 2018. Directors will be provided with details of any gender pay gaps that 
require attention on an individual basis as part of the current senior executive pay review. 
Directors will be provided with information about their Red Book staff prior to their next pay 
increase due on 1 July.  

We will also undertake as part of this process, a like for like review of two occupation groups 
of employees (1) foreign bureaux reporters and (2) on air presenters fronting panel shows on 
TV and Capital City Local Radio programs.  

Next steps 

We are seeking endorsement and the commitment of by the Leadership Team for what we 
need to do as next steps to progress this work.  

Next steps will include formal documentation and publication of the approach to gender pay 
equity, public disclosure on the insights and outcomes of the gender pay equity analysis and 
development and implementation of solution strategies to achieve the stated objective of 
zero pay gaps based on data review and consultation.  

Future work will also need to consider an analysis of on-air talent employed through 
companies as well as cumulative wealth gaps. 



Timeline 
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ABC Gender Pay Gap Analysis May 2019 

It is in 5 of these 6 levels that there are gender pay gaps.  Only at EL 2 and Director level is there no 
gender pay gap.  There is pay gap favourable to females at Bands 9, EL 3 and EL4.  At EL1 the pay gap 
favours males. 

The pay gap favourable to females at Band 9 appears to be due to the TFR of on-air presenters at 
Band 9 though that doesn’t entirely explain the result, and this may need further investigation.  

Of the 31 executives at EL3, 9 of the 10 most highly paid are female. 

The pay gap at EL 4 favourable to females is due to one outlier, a female employee paid above the 
recommended EL 4 range.  With only 12 employees in this level, that 1 outlier impacts the gender 
pay gap. 

Analysis of Gender Pay Gap results at Executive Level 1 

The males classified at Executive Level 1, on average, are paid 4.4% more than the females at the 
same level.  There are a few key outliers that are driving this result. 

There are 142 executives at this level and the gender balance is almost equal (49% female to 51% 
male).  

There is one male at this level whose remuneration is above range and is $20K more than the next 
executive at this level (who is female). This outlying TFR is a legacy issue.  When the TFR of this  male 
executive is removed from the analysis the gap reduces from 4.2 % to 3.3 % in base salary and from 
4.4% to 3.5% in TFR. 

The other contributing factor is that 10 of the 11 lowest paid executives in this range are female.  
These employees are paid below the recommended range minimum. A number of these are newly 
appointed to an executive position so inexperience may be a contributing factor.  However a small 
adjustment to bring these people closer to the recommended range minimum would reduce the 
gender pay gap to less than 3%.  

Next Steps 

To review the results of this analysis with EY and the Leadership Team to plan for the disclosure and 
communication of these results.  Analysis of gender pay by job type & division will be done after this. 





26th May 2019

Favourable Favourable
to men to women

Category Female Sample Size Male Sample Size Gap
All $91,988 2,164 $96,324 1,839 -4.7%

Category Female Sample Size Male Sample Size Gap
All $113,200 2,164 $119,952 1,839 -6.0%

Work Level Female Sample Size Male Sample Size Gap Female Sample Size Male Sample Size Gap
Band 1 5 1 3.1% 5 1 2.0%

Band 2 32 23 2.1% 32 23 2.6%

Band 3 100 58 0.6% 100 58 -0.3%

Band 4 369 190 -0.7% 369 190 -1.7%

Band 5 474 309 0.3% 474 309 0.2%

Band 6 425 428 0.1% 425 428 1.8%

Band 7 334 386 -0 2% 334 386 -3.0%

Band 8 206 190 0.1% 206 190 -2.4%

Band 9 75 110 2.0% 75 110 10.6%

Executive Band 144 144 1.1% 144 144 1.2%

Category Female Sample Size Male Sample Size Gap
Band 1 5 1 2.0%
Band 2 32 23 2.6%
Band 3 100 58 -0 3%
Band 4 369 190 -1.7%
Band 5 474 309 0.2%
Band 6 425 428 1.8%
Band 7 334 386 -3 0%
Band 8 206 190 -2.4%
Band 9 75 110 10.6%
Executive Band 144 144 1.2%

Average Total Fixed Remuneration

Total Fixed Remuneration

Average Base Salary

Total Fixed Remuneration

Level by Level / Work Level Standard

Average female pay compared to average male pay for each work level standard.

Organisation

Average female pay compared to average male pay.

Base Salary
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Count of Pers.No. Column Labels Total EL1's 149
Row Labels Female Indeterminate Male Grand Total Outliers in terms of Band 30 15 males and 15 females 27 are EL2 and 3 are Red book
Band 1 5 1 6 EL2 in Rem band 1 27 Females are 13 and 14 are males. 13 Females
Band 2 32 23 55
Band 3 100 58 158
Band 4 369 190 559
Band 5 474 309 783
Band 6 425 428 853 14 Males
Band 7 334 386 720
Band 8 206 1 190 397
Band 9 75 110 185
Executive Band 2 47 50 97
Executive Band 4 5 7 12
Executive Band 1 70 72 142
Executive Band 3 19 12 31 On Air 582 Females 192 Fem have allw 33% Have Allowances
DIRECTOR 3 3 6 351 Males 166 Males have allw 47% Have Allowances
Grand Total 2164 1 1839 4004

11% 68 Fem have IT14 Allw $321,147
4006 10% 37 Males have IT14 Allw $317,244 The amount diff is $ 3903 which is negligible

Working Table Fair table to pick up 

Band / Levels Female Male

% of 
overall 
Female

% of overall 
Male

%age ‐ 
Overall ABC ‐

Male

%age ‐ 
Overall ABC ‐

Female
Total  Band 

wise
Female 

Band wise
Male 

Band wise Band / Levels Female Male Distrib %age wise ‐ Female
Distrib %age wise 

‐ Make
Total  Band 

wise
Female 

Band wise
Male 

Band wise
Band 1 5 1 0.2% 0.1% 0.0% 0.1% 6 83% 17% Band 1 5 1 0.2% 0.1% 6 83% 17%
Band 2 32 23 1.5% 1.3% 0.6% 0.8% 55 58% 42% Band 2 32 23 1.5% 1.3% 55 58% 42%
Band 3 100 58 4.6% 3.2% 1.4% 2.5% 158 63% 37% Band 3 100 58 4.6% 3.2% 158 63% 37%
Band 4 369 190 17.1% 10.3% 4.7% 9.2% 559 66% 34% Band 4 369 190 17.1% 10.3% 559 66% 34%
Band 5 474 309 21.9% 16.8% 7.7% 11.8% 783 61% 39% Band 5 474 309 21.9% 16.8% 783 61% 39%
Band 6 425 428 19.6% 23.3% 10.7% 10.6% 853 50% 50% Band 6 425 428 19.6% 23.3% 853 50% 50%
Band 7 334 386 15.4% 21.0% 9.6% 8.3% 720 46% 54% Band 7 334 386 15.4% 21.0% 720 46% 54%
Band 8 206 190 9.5% 10.3% 4.7% 5.1% 396 52% 48% Band 8 206 190 9.5% 10.3% 396 52% 48%
Band 9 75 110 3.5% 6.0% 2.7% 1.9% 185 41% 59% Band 9 75 110 3.5% 6.0% 185 41% 59%
Executive Band 1 70 72 3.2% 3.9% 1.8% 1.7% 142 49% 51% Executive Band 1 70 72 3.2% 3.9% 142 49% 51%
Executive Band 2 47 50 2.2% 2.7% 1.2% 1.2% 97 48% 52% Executive Band 2 47 50 2.2% 2.7% 97 48% 52%
Executive Band 3 19 12 0.9% 0.7% 0.3% 0.5% 31 61% 39% Executive Band 3 19 12 0.9% 0.7% 31 61% 39%
Executive Band 4 5 7 0.2% 0.4% 0.2% 0.1% 12 42% 58% Executive Band 4 5 7 0.2% 0.4% 12 42% 58%
DIRECTOR 3 3 0.1% 0.2% 0.1% 0.1% 6 50% 50% DIRECTOR 3 3 0.1% 0.2% 6 50% 50%
Grand Total 2164 1839 100% 100% 61% 39% Median of band 1 to band 7

49% 51% Median of band 8 to Dir
More males in higher bands as compared to females..

Band / Levels
Total  Employees by 

Band
% of Females

by Band

% of 
Male by 
Band

Band 1 6 83% 17%
Band 2 55 58% 42%
Band 3 158 63% 37%
Band 4 559 66% 34%
Band 5 783 61% 39%
Band 6 853 50% 50%
Band 7 720 46% 54%
Band 8 397 52% 48%
Band 9 185 41% 59%
Executive Band 1 97 49% 51%
Executive Band 2 12 48% 52%
Executive Band 3 142 61% 39%
Executive Band 4 31 42% 58%
DIRECTOR 6 50% 50%
Total 4004 54% 46%
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Gender Key Male

Count of Pers.No. Column Labels
Row Labels Band 1 Band 2 Band 3 Band 4 Band 5 Band 6 Band 7 Band 8 Band 9 DIRECTOR Executive Band 1 Executive Band 2 Executive Band 3 Executive Band 4 Grand Total
ABC Commercial 1 1 1 3 3 3 1 1 14
Audiences 2 2 3 6 16 8 7 7 1 52
Content Ideas Lab 1 1 5 4 2 13
Editorial Policies 1 2 2 1 6
Entertainment & Specialist 2 7 29 68 82 66 35 17 13 13 1 1 334
Finance 1 5 3 3 7 4 8 10 9 11 9 5 1 76
News  Analysis  Investigations 11 19 44 114 170 131 49 29 1 9 7 2 2 588
People & Culture 1 2 2 4 2 4 1 16
Product & Content Technology 2 12 38 46 92 110 49 35 16 12 1 2 415
Public Affairs 2 1 2 1 3 9
Regional & Local 3 13 70 66 60 50 30 8 9 4 3 316

Grand Total 1 23 58 190 309 428 386 190 1 0 3 72 50 12 7 1839

Teams B1 B2 B3 B4 B5 B6 B7 B8 B9 Dir EL1 EL2 EL3 EL4 GT Teams Redbook EA Total  EA Redbook Teams Females Males
ABC Commercial 2 4 7 8 6 9 7 3 1 1 2 50 ABC Commercial 46 4 50 8% 92% ABC Commercial 8% 14%
Audiences 5 2 15 10 23 23 16 4 1 11 5 115 Audiences 98 16 114 14% 86% Audiences 14% 15%
Content Ideas Lab 1 2 10 4 3 1 1 22 Content Ideas Lab 21 1 22 5% 95% Content Ideas Lab 5% 15%
Editorial Policies 1 2 1 2 1 7 Editorial Policies 3 4 7 57% 43% Editorial Po icies 57% 0%
Entertainment & Specialist 1 3 5 62 106 91 67 45 9 19 7 4 2 421 Entertainment & Specialist 389 32 421 8% 92% Entertainment & Specialist 8% 8%
Finance 1 2 7 14 7 16 9 7 8 1 11 11 2 1 97 Finance 71 25 96 26% 74% Finance 26% 34%
News  Analysis  Investigations 4 12 32 77 143 166 111 57 35 3 8 1 649 News  Analysis  Investigations 637 12 649 2% 98% News  Analysis  Investigations 2% 4%
People & Culture 1 2 14 4 9 7 11 2 1 10 7 1 69 People & Culture 50 18 68 26% 74% People & Culture 26% 31%
Product & Content Technology 1 17 35 30 32 26 15 9 1 4 2 1 173 Product & Content Technology 165 7 172 4% 96% Product & Content Technology 4% 7%
Public Affairs 3 2 3 3 2 1 14 Public Affairs 11 3 14 21% 79% Public Affairs 21% 38%
Regional & Local 7 31 141 162 70 72 40 4 11 8 1 547 Regional & Local 527 20 547 4% 96% Regional & Local 4% 5%
Grand Total 7 32 100 369 474 425 333 205 75 4 73 46 19 4 2 62 Grand Total 2020 142 2162 7% 93% Grand Total 7% 8%

Base Salary
Teams B1 B2 B3 B4 B5 B6 B7 B8 B9 Dir EL1 EL2 EL3 EL4 GT Teams Redbook EA Total EA Redbook Divisions Female Male Gap

ABC Commercial 1 1 1 3 3 3 1 1 14 ABC Commercial 12 2 14 14% 86% ABC Commercial ‐22.8%
Audiences 2 2 3 6 16 8 7 7 1 52 Audiences 44 8 52 15% 85% Audiences ‐3.9%
Content Ideas Lab 1 1 5 4 1 1 13 Content Ideas Lab 11 2 13 15% 85% Content Ideas Lab ‐4.0%
Editorial Policies 1 2 2 1 6 Editorial Policies 5 0 5 0% 100% Editorial Po icies ‐7.1%
Entertainment & Specialist 2 7 29 68 82 66 35 17 1 15 11 1 334 Entertainment & Specialist 306 27 333 8% 92% Entertainment & Specialist ‐3.4%
Finance 1 5 3 3 7 4 8 10 9 11 9 5 1 76 Finance 50 26 76 34% 66% Finance ‐7.0%
News  Analysis  Investigations 11 19 44 114 170 131 49 28 1 10 8 1 2 588 News  Analysis  Investigations 566 21 587 4% 96% Managing Director's Office
People & Culture 1 2 2 4 2 4 1 16 People & Culture 11 5 16 31% 69% News  Analysis  Investigations ‐3.3%
Product & Content Technology 2 12 38 46 92 110 49 35 16 12 1 2 415 Product & Content Technology 384 31 415 7% 93% People & Culture 6.8%
Public Affairs 2 1 2 1 3 9 Public Affairs 5 3 8 38% 63% Product & Content Technology ‐8.8%
Regional & Local 3 13 70 66 60 50 30 8 9 4 3 316 Regional & Local 300 16 316 5% 95% Public Affairs ‐26.9%
Grand Total 1 23 58 190 309 428 386 190 109 4 76 48 11 6 1835 Grand Total 1694 141 1835 8% 92% Regional & Local ‐5.6%

F M F M F M F M F M F M F M F M F M F M F M F M F M F M
ABC Commercial 2 4 1 7 1 8 1 6 3 9 7 3 3 3 1 1 1 2 1
Audiences 5 2 2 15 2 0 3 23 6 23 16 16 8 4 7 11 7 1 5 1
Content Ideas Lab 1 1 2 1 10 5 4 4 3 1 1 1 1
Editorial Policies 1 1 2 2 2 1 2 1 1
Entertainment & Specialist 1 3 2 5 7 62 29 106 68 91 82 67 66 45 35 9 17 19 15 7 11 4 1 2 1
Finance 1 1 2 5 7 3 14 3 7 7 16 4 9 8 7 10 8 9 11 11 11 9 2 5 1 1 1
News  Analysis  Investigations 4 12 11 32 19 77 44 143 114 166 170 111 131 57 49 35 28 3 10 8 8 1 1 2 1
People & Culture 1 2 1 14 2 4 2 9 4 7 11 2 2 10 4 7 1 1 1
Product & Content Technology 1 2 17 12 35 38 0 46 32 92 26 110 15 49 9 35 4 16 2 12 1 1 2 1
Public Affairs 3 2 2 3 1 3 2 2 3 1 1
Regional & Local 7 3 31 13 141 70 162 66 70 60 72 50 40 30 4 8 11 9 8 4 1 3
Grand Total 7 1 32 23 100 58 369 190 474 309 425 428 333 386 205 190 75 109 73 76 46 48 19 11 4 6 4 4

B4 B5 B6 B7 DIR
Teams

Females

Males

Exec

B8 B9 EL1 EL2 EL3 EL4

Females

Males

B1 B2 B3
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26th May 2019

Favourable Favourable
to men to women

Category Female Sample Size Male Sample Size Gap
All 2,164 1,839 -4.7%

Category Female Sample Size Male Sample Size Gap
All 2,164 1,839 -6.0%

Category Female Sample Size Male Sample Size Gap
Retail 0 0
Band 1 5 1 3.1%
Band 2 32 23 2.1%
Band 3 100 58 0.6%
Band 4 369 190 -0.7%
Band 5 474 309 0.3%
Band 6 425 428 0.1%
Band 7 334 386 -0.2%
Band 8 206 190 0.1%
Band 9 75 110 2.0%
Executive Band 1 70 72 -4.2%
Executive Band 2 47 50 -0.4%
Executive Band 3 19 12 11.1%
Executive Band 4 5 7 7.4%
Director 3 3 8.5% MD's Record needs to be manually removed

Organisation

Average female pay compared to average male pay.

Base Salary

Total Fixed Remuneration

Level by Level / Work Level Standard

Average female pay compared to average male pay for each work level standard.

Base Salary

Total Fixed Remuneration

Gender Pay Equity Analysis March 2019 - Page 11564636_1
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Category Female Sample Size Male Sample Size Gap
Retail 0 0
Band 1 5 1 2.0%
Band 2 32 23 2.6%
Band 3 100 58 -0.3%
Band 4 369 190 -1.7%
Band 5 474 309 0.2%
Band 6 425 428 1.8%
Band 7 334 386 -3.0%
Band 8 206 190 -2.4%
Band 9 75 110 10.6%
Executive Band 1 70 72 -4.4%
Executive Band 2 47 50 1.2%
Executive Band 3 19 12 11.1%
Executive Band 4 5 7 5.1%
Director 3 3 2.1% MD's Record needs to be manually removed
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Redacted under 
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Category Female Sample Size Male Sample Size Gap
On Air 582 351 -4.6% Refers to column AU of 'Employee Data'

Category Female Sample Size Male Sample Size Gap
On Air 582 351 -9.4% Refers to column AU of 'Employee Data'

Category Female Sample Size Male Sample Size Gap
Foreign Bureau Information to be pasted from separate analysis ‐ obtain data update 

Category Female Sample Size Male Sample Size Gap
Foreign Bureau Information to be pasted from separate analysis ‐ obtain data update 

Average female pay compared to average male pay.

On Air Presenters

Base Salary

Total Fixed Remuneration

Foreign Bureau Reporters

Average female pay compared to average male pay.

Base Salary

Total Fixed Remuneration

Gender Pay Equity Analysis March 2019 - Page 31564636_1

47E 47E

47E 47E



Category Female Sample Size Male Sample Size Gap
ABC Commercial 50 14 -22.8%
Audiences 115 52 -3.9%
Content Ideas Lab 22 13 -4.0%
Editorial Policies 7 6 -7.1%
Entertainment & Specialist 420 334 -3.2%
Finance 97 76 -7.2%
Managing Director's Office 1 0
News, Analysis, Investigations 649 588 -3.3%
People & Culture 69 16 6.8%
Product & Content Technology 172 415 -8.4%
Public Affairs 14 9 -26.9%
Regional & Local 547 316 -5.6%

Category Female Sample Size Male Sample Size Gap
ABC Commercial 50 14 -30.7%
Audiences 115 52 -7.6%
Content Ideas Lab 22 13 -4.5%
Editorial Policies 7 6 -9.7%
Entertainment & Specialist 420 334 -4.4%
Finance 97 76 -7.1%
Managing Director's Office 1 0
News, Analysis, Investigations 649 588 -1.7%
People & Culture 69 16 7.5%
Product & Content Technology 172 415 -10.5%
Public Affairs 14 9 -23.7%
Regional & Local 547 316 -10.3%

Team

Average female pay compared to average male pay for each Team

Base Salary

Total Fixed Remuneration
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Audiences

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Audiences
Band 2 5 0 Audiences
Band 3 2 2 2.8% Audiences
Band 4 15 2 4.1% Audiences
Band 5 10 3 -1.4% Audiences
Band 6 23 6 -3.0% Audiences
Band 7 23 16 -3.5% Audiences
Band 8 16 8 -0.5% Audiences
Band 9 4 7 0.0% Audiences
Executive Band 1 11 7 -8.4% Audiences
Executive Band 2 0 1 Audiences
Executive Band 3 5 0 Audiences
Executive Band 4 0 0 Audiences

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Audiences
Band 2 5 0 Audiences
Band 3 2 2 2.9% Audiences
Band 4 15 2 4.5% Audiences
Band 5 10 3 -2.9% Audiences
Band 6 23 6 -4.6% Audiences
Band 7 23 16 -6.7% Audiences
Band 8 16 8 -3.9% Audiences
Band 9 4 7 -2.3% Audiences
Executive Band 1 11 7 -9.6% Audiences
Executive Band 2 0 1 Audiences
Executive Band 3 5 0 Audiences
Executive Band 4 0 0 Audiences

Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.

Team by Work Level Standard - Audiences
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People & Culture

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 People & Culture
Band 2 1 0 People & Culture
Band 3 2 1 4.3% People & Culture
Band 4 14 2 3.6% People & Culture
Band 5 4 2 1.1% People & Culture
Band 6 9 4 -4.8% People & Culture
Band 7 7 0 People & Culture
Band 8 11 2 2.1% People & Culture
Band 9 2 0 People & Culture
Executive Band 1 10 4 -5.0% People & Culture
Executive Band 2 7 1 3.1% People & Culture
Executive Band 3 1 0 People & Culture
Executive Band 4 0 0 People & Culture

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 People & Culture
Band 2 1 0 People & Culture
Band 3 2 1 10.7% People & Culture
Band 4 14 2 3.6% People & Culture
Band 5 4 2 4.1% People & Culture
Band 6 9 4 -4.8% People & Culture
Band 7 7 0 People & Culture
Band 8 11 2 2.7% People & Culture
Band 9 2 0 People & Culture
Executive Band 1 10 4 -6.4% People & Culture
Executive Band 2 7 1 9.8% People & Culture
Executive Band 3 1 0 People & Culture
Executive Band 4 0 0 People & Culture

Team by Work Level Standard - People & Culture
Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.
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Entertainment & Specialist

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Entertainment & Specialist
Band 2 3 2 1.1% Entertainment & Specialist
Band 3 5 7 -1.3% Entertainment & Specialist
Band 4 62 29 1.0% Entertainment & Specialist
Band 5 106 68 -0.2% Entertainment & Specialist
Band 6 91 82 0.0% Entertainment & Specialist
Band 7 67 66 0.0% Entertainment & Specialist
Band 8 46 35 0.4% Entertainment & Specialist
Band 9 9 17 2.9% Entertainment & Specialist
Executive Band 1 17 13 2.1% Entertainment & Specialist
Executive Band 2 8 13 -6.7% Entertainment & Specialist
Executive Band 3 4 1 7.5% Entertainment & Specialist
Executive Band 4 2 1 -13.3% Entertainment & Specialist

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Entertainment & Specialist
Band 2 3 2 1.1% Entertainment & Specialist
Band 3 5 7 -2.5% Entertainment & Specialist
Band 4 62 29 0.5% Entertainment & Specialist
Band 5 106 68 -1.7% Entertainment & Specialist
Band 6 91 82 1.4% Entertainment & Specialist
Band 7 67 66 -3.7% Entertainment & Specialist
Band 8 46 35 1.9% Entertainment & Specialist
Band 9 9 17 3.8% Entertainment & Specialist
Executive Band 1 17 13 1.3% Entertainment & Specialist
Executive Band 2 8 13 -4.5% Entertainment & Specialist
Executive Band 3 4 1 7.5% Entertainment & Specialist
Executive Band 4 2 1 -7.1% Entertainment & Specialist

Team by Work Level Standard - Entertainment & Specialist
Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.
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Finance

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 1 1 5.3% Finance
Band 2 2 5 2.6% Finance
Band 3 7 3 2.8% Finance
Band 4 14 3 1.3% Finance
Band 5 7 7 0.3% Finance
Band 6 16 4 0.3% Finance
Band 7 9 8 -2.4% Finance
Band 8 7 10 1.2% Finance
Band 9 8 9 0.0% Finance
Executive Band 1 11 11 -5.8% Finance
Executive Band 2 11 9 1.5% Finance
Executive Band 3 2 5 2.1% Finance
Executive Band 4 2 1 24.7% Finance

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 1 1 0.2% Finance
Band 2 2 5 2.9% Finance
Band 3 7 3 3.3% Finance
Band 4 14 3 2.7% Finance
Band 5 7 7 0.2% Finance
Band 6 16 4 -1.9% Finance
Band 7 9 8 -6.8% Finance
Band 8 7 10 8.1% Finance
Band 9 8 9 0.6% Finance
Executive Band 1 11 11 -4.3% Finance
Executive Band 2 11 9 3.1% Finance
Executive Band 3 2 5 4.2% Finance
Executive Band 4 2 1 19.0% Finance

Team by Work Level Standard - Finance
Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.
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News, Analysis, Investigations

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 4 0 News, Analysis, Investigations
Band 2 12 11 2.0% News, Analysis, Investigations
Band 3 32 19 0.6% News, Analysis, Investigations
Band 4 77 44 -1.6% News, Analysis, Investigations
Band 5 143 114 0.6% News, Analysis, Investigations
Band 6 166 170 0.7% News, Analysis, Investigations
Band 7 111 131 1.3% News, Analysis, Investigations
Band 8 57 49 1.5% News, Analysis, Investigations
Band 9 35 29 1.7% News, Analysis, Investigations
Executive Band 1 3 9 19.0% News, Analysis, Investigations
Executive Band 2 8 7 1.1% News, Analysis, Investigations
Executive Band 3 0 2 News, Analysis, Investigations
Executive Band 4 1 2 -18.3% News, Analysis, Investigations

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 4 0 News, Analysis, Investigations
Band 2 12 11 3.8% News, Analysis, Investigations
Band 3 32 19 -0.1% News, Analysis, Investigations
Band 4 77 44 -4.1% News, Analysis, Investigations
Band 5 143 114 1.7% News, Analysis, Investigations
Band 6 166 170 4.3% News, Analysis, Investigations
Band 7 111 131 -0.1% News, Analysis, Investigations
Band 8 57 49 0.2% News, Analysis, Investigations
Band 9 35 29 11.0% News, Analysis, Investigations
Executive Band 1 3 9 19.1% News, Analysis, Investigations
Executive Band 2 8 7 2.5% News, Analysis, Investigations
Executive Band 3 0 2 News, Analysis, Investigations
Executive Band 4 1 2 -18.3% News, Analysis, Investigations

Team by Work Level Standard - News, Analysis, Investigations
Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.

Gender Pay Equity Analysis March 2019 - Page 91564636_1

Redacted under 
47E and 47F

Redacted under 47E

Redacted under 47E 
and 47F

Redacted under 
47E



Regional & Local

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Regional & Local
Band 2 7 3 8.3% Regional & Local
Band 3 31 13 1.1% Regional & Local
Band 4 141 70 -1.1% Regional & Local
Band 5 162 66 0.2% Regional & Local
Band 6 70 60 -0.2% Regional & Local
Band 7 73 50 -0.6% Regional & Local
Band 8 40 30 -2.2% Regional & Local
Band 9 4 8 1.4% Regional & Local
Executive Band 1 10 9 -5.9% Regional & Local
Executive Band 2 8 4 5.0% Regional & Local
Executive Band 3 1 3 12.8% Regional & Local
Executive Band 4 0 0 Regional & Local

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Regional & Local
Band 2 7 3 8.9% Regional & Local
Band 3 31 13 -1.7% Regional & Local
Band 4 141 70 -2.0% Regional & Local
Band 5 162 66 0.7% Regional & Local
Band 6 70 60 0.5% Regional & Local
Band 7 73 50 -4.7% Regional & Local
Band 8 40 30 -10.8% Regional & Local
Band 9 4 8 -46.9% Regional & Local
Executive Band 1 10 9 -6.0% Regional & Local
Executive Band 2 8 4 5.5% Regional & Local
Executive Band 3 1 3 10.3% Regional & Local
Executive Band 4 0 0 Regional & Local

Team by Work Level Standard - Regional & Local
Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.
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Product & Content Technology

Base Salary
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Product & Content Technology
Band 2 0 2 Product & Content Technology
Band 3 17 12 -0.6% Product & Content Technology
Band 4 35 38 0.0% Product & Content Technology
Band 5 30 46 0.8% Product & Content Technology
Band 6 32 92 0.8% Product & Content Technology
Band 7 26 110 -1.5% Product & Content Technology
Band 8 15 49 0.1% Product & Content Technology
Band 9 9 35 0.0% Product & Content Technology
Executive Band 1 4 16 -10.3% Product & Content Technology
Executive Band 2 2 12 12.8% Product & Content Technology
Executive Band 3 1 1 0.2% Product & Content Technology
Executive Band 4 0 2 Product & Content Technology

Total Fixed Remuneration
Category Female Sample Size Male Sample Size Gap Division
Band 1 0 0 Product & Content Technology
Band 2 0 2 Product & Content Technology
Band 3 17 12 -0.6% Product & Content Technology
Band 4 35 38 0.1% Product & Content Technology
Band 5 30 46 0.5% Product & Content Technology
Band 6 32 92 -0.7% Product & Content Technology
Band 7 26 110 -5.5% Product & Content Technology
Band 8 15 49 -6.4% Product & Content Technology
Band 9 9 35 12.8% Product & Content Technology
Executive Band 1 4 16 -9.9% Product & Content Technology
Executive Band 2 2 12 10.8% Product & Content Technology
Executive Band 3 1 1 0.2% Product & Content Technology
Executive Band 4 0 2 Product & Content Technology

Team by Work Level Standard - Technology
Average female pay compared to average male pay for each Team* for each work level standard.

*Individual Team analysis completed for team size greater than 50.
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Gender Key Male

Count of Pers.No. Column Labels
Row Labels ABC Commercial Audiences Content Ideas Lab Editorial Policies Entertainment & Specialist Finance News, Analysis, Investigations People & Culture Product & Content Technology Public Affairs Regional & Local Grand Total
Band 1 1 1
Band 2 2 5 11 2 3 23
Band 3 1 2 7 3 19 1 12 13 58
Band 4 1 2 1 29 3 44 2 38 70 190
Band 5 1 3 1 1 68 7 114 2 46 66 309
Band 6 3 6 5 82 4 170 4 92 2 60 428
Band 7 16 4 66 8 131 110 1 50 386
Band 8 3 8 2 35 10 49 2 49 2 30 190
Band 9 3 7 2 17 9 29 35 8 110
DIRECTOR 1 1 1 3
Executive Band 1 7 13 11 9 4 16 3 9 72
Executive Band 2 1 1 2 13 9 7 1 12 4 50
Executive Band 3 1 5 2 1 3 12
Executive Band 4 1 1 1 2 2 7
Grand Total 14 52 13 6 334 76 588 16 415 9 316 1839

Bands Total Female Male Female %age Male %age Bands Total Female Male Female %age Male %age
Band 1 0 0 0 #DIV/0! #DIV/0! Band 1 #DIV/0! #DIV/0!
Band 2 2 2 100% 0% Band 2 5 5 100% 0%
Band 3 5 4 1 80% 20% Band 3 4 2 2 50% 50%
Band 4 8 7 1 88% 13% Band 4 17 15 2 88% 12%
Band 5 9 8 1 89% 11% Band 5 13 10 3 77% 23%
Band 6 9 6 3 67% 33% Band 6 29 23 6 79% 21%
Band 7 9 9 100% 0% Band 7 39 23 16 59% 41%
Band 8 10 7 3 70% 30% Band 8 24 16 8 67% 33%
Band 9 6 3 3 50% 50% Band 9 11 4 7 36% 64%
DIRECTOR 0 0 0 #DIV/0! #DIV/0! DIRECTOR 1 1 100% 0%
Executive Band 1 1 1 100% 0% Executive Band 1 18 11 7 61% 39%
Executive Band 2 2 1 1 50% 50% Executive Band 2 1 1 0% 100%
Executive Band 3 2 2 100% 0% Executive Band 3 5 5 100% 0%
Executive Band 4 1 1 0% 100% Executive Band 4 #DIV/0! #DIV/0!

Total 64 50 14 78% 22% Total 167 115 52 69% 31%

Bands Total Female Male Female %age Male %age
Band 1 #DIV/0! #DIV/0!
Band 2 #DIV/0! #DIV/0!
Band 3 #DIV/0! #DIV/0!
Band 4 #DIV/0! #DIV/0!
Band 5 #DIV/0! #DIV/0!
Band 6 #DIV/0! #DIV/0!
Band 7 #DIV/0! #DIV/0!
Band 8 #DIV/0! #DIV/0!
Band 9 #DIV/0! #DIV/0!
DIRECTOR #DIV/0! #DIV/0!
Executive Band 1 #DIV/0! #DIV/0!
Executive Band 2 #DIV/0! #DIV/0!
Executive Band 3 #DIV/0! #DIV/0!
Executive Band 4 #DIV/0! #DIV/0!

Total #DIV/0! #DIV/0!

ABC Commercial Audiences

Content Idea Labs
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Column Descriptions (Old)
COLUMN DESCRIPTION / ASSUMPTIONS Calculation where applicable
Base Salary This is the employee's substantive base salary

Total Allowances

Includes:
‐ Market Allowances ‐ Agreement and Non Agreement
‐ Buyouts ‐ Agreement and Non Agreement
‐ Vehicle Buyout (Sen Exec Cash Allowance)
‐ Visual Display Term Allow
‐ Clothing Allowance
‐ Cost of Living‐OS (NT)
‐ Dist All. ‐ Grades A and B (Dep and No Dep)
‐ Exec Gen Allow T/NS ‐ cash allowance that is not superable
‐ First Aid Allowance
‐ Isolated Loc/Buyout Allow
‐ Mark‐No Ovt/No Pens
‐ Mining All.(Esperance N/H, Geraldton N/H and Kalgoorlie n/H)
‐ Mobility Allow‐OS (NT)
‐ OS Living Allowance

Sum AE to BB

Total Salary Base Salary + Total Allowances Sum AD + BC

Superable Salary
Salary on which super is calucated ‐ only if it is higher than Total Salary 
due to AWOTE

Super Fund

ABC Superannuation Funds:
‐ CSS ‐ Commonwealth Superannuation Scheme
‐ PSSA ‐ PSS Accumulation Plan
‐ PSS ‐ Public Sector Superannuation Scheme

Choice of Fund:
‐ OTAR ‐ Other Fund, with SGC minimum
‐ AGAR ‐ AGEST Super, with SGC minimum
‐ JUAR ‐ Just Super, with SGC minimum

*Check ADIC ‐ Additional Death and Disability Insurance ‐ is this employer 
paid

Super %
PSSap ‐ employer contribution of 15.4% of salary

Choice of Fund ‐ employer contribution is 9.5%
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Super Cost

PSSap ‐ employer contribution of 15.4% of salary
PSS and CSS ‐ are defined benefit schemes and 15.4% is the notional rate 
applied for employer contributions
Choice of Fund ‐ employer contribution is 9.5% capped at the ASGC

1. Where superable salary is higher than total salary =
Super % (BG) x  [Super Salary (BE) ‐ sum (Exec Gen Allow T/NS
(AR to AT)) ]

Applicable to PSSAP, PSS and CSS schemes only

2. Choice of Fund
Super % (BG) x [Total Salary (BD) ‐ sum (Exec Gen Allow T/NS (AR
to AT)) ]
Capped at $20,048.80 for 2017/18

Total Non Cash Benefits ABC Vehicle value and car parking Sum BI + BJ
Total Remuneration Total Salary + Super + Non Cash Benefits Sum BD + BH + BK
Incentive Target $ or % $ Amount or % Amount of Incentive Target

Incentive Target Description

Details if Incentive Target is:

‐ Fixed Rate
‐ % of Base Salary
‐ % of Total Remuneration

Incentive Opportunity Target Target Incentive $ amount

Incentive Awarded (last 12 months)
Amount of Incentive paid (between 01 October 2016 to 30 September 
2017)

Total Target Remuneration (Rem + Incentive 
Target)

Sum BL + BM

Total Awarded Remuneration (Rem + Incentive 
Awarded)

Sum BL + BP
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Old

Overall Analysis

Female 1844
Male 2167
Total Strength 4011

Division by Female / Male ‐ SE & Red Book

Female Red book 2025 50.49%
SE 142 3.54%

Marginally males are higher in SE position then females
Male Red book 1699 42.4%

SE 145 3.6%

Female / Male ‐ Partime vs Fulltime Details

Female Part ‐ time 518 13%
Full time 1649 41%

13% part time females against 3 % part time males.
Male Part ‐ time 133 3%

Full time 1711 43%
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EY | Assurance | Tax | Transactions | Advisory

About EY
EY is a global leader in assurance, tax, transaction and advisory 
services. The insights and quality services we deliver help build trust 
and confidence in the capital markets and in economies the world 
over. We develop outstanding leaders who team to deliver on our 
promises to all of our stakeholders. In so doing, we play a critical role 
in building a better working world for our people, for our clients and 
for our communities.
EY refers to the global organization, and may refer to one or more, 
of the member firms of Ernst & Young Global Limited, each of which 
is a separate legal entity. Ernst & Young Global Limited, a UK 
company limited by guarantee, does not provide services to clients. 
For more information about our organization, please visit ey.com.

© 2019 Ernst & Young, Australia 
All Rights Reserved.

Ernst & Young is a registered trademark. Our report may be relied 
upon by the Australian Broadcasting Corporation for the purpose of 
designing their disclosure approach on gender pay equity analysis 
outcomes only pursuant to the terms of our Engagement Letter 
dated 18 October 2017. We disclaim all responsibility to any other 
party for any loss or liability that the other party may suffer or incur 
arising from or relating to or in any way connected with the contents 
of our report, the provision of our report to the other party or the 
reliance upon our report by the other party.  Liability limited by a 
scheme approved under Professional Standards Legislation.
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Gender Pay Gap Report 3

The ABC is committed to:

• Remunerating all employees equitably and fairly

• Identifying and addressing any gender pay equity
gaps, both for males and females

• Carrying out annual gender pay equity analysis

Rationale

Regular assessment of gender pay information 
allows the ABC to identify any gender pay gaps & 
develop & implement strategies to address them
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• In 2018 the ABC engaged EY to audit and make
recommendations on our gender pay equity analysis
and methodology

• In 2019, the ABC undertook organisation wide gender
pay equity analysis of base salaries and total fixed
remuneration applying the recommended
methodology

• Gender pay equity analysis of each ABC work level was
also conducted to supplement the organisation wide
analysis and to assist the ABC address any gender pay
gaps

• The 2019 data and analysis has been audited by EY

Methodology
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Outcomes
Organisation Wide 
Gender Pay Equity 
Results

• The ABC’s organisation wide pay gap is 6%* 
(favourable to males)

• The national pay gap is 14%

• The BBC’s organisation wide gender pay gap is 6.8% 

*on total fixed remuneration which includes base salary, allowances, buyouts and 
superannuation. The pay gap on base salary is 4.7%.
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Outcomes
Reasons for the 
Gap

• There are more females in Bands 1 through 5.

• Analysis suggests 6% organisation wide pay gap is
primarily a function of gender distribution at
different band levels - not inequitable pay
practices or bias during pay decisions.

• Pay gaps are subject to constant fluctuation given
that each employee appointment or departure
from the Corporation affects the gender pay equity
outcome.
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Outcomes
Further 
Investigation of  
Reasons for the 
Gap

• We will investigate how we employ and manage
people and the effect this has on gender
representation over time

• Pay gaps are subject to constant fluctuation given
that each employee appointment or departure
from the Corporation affects the gender pay equity
outcome.

• ABC is committed to annually monitoring gender
pay equity and assessing the reasons for any year-
on-year fluctuations identified.
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What 
we’re 
doing 

ABC has worked hard to improve gender pay equity over recent years through:

 Gender representation targets: We have committed to 20% representation of
women in technologist roles and 50% representation of women in senior
executive roles.

 Job Evaluation: we maintain a rigorous approach to evaluating and classifying
positions to ensure the integrity of the job grading system

 Supporting leaders in undertaking equitable remuneration reviews:  we
communicate expectations around gender pay equity in the lead up to
executive  remuneration reviews and release detailed communication material
and guides to assist senior leaders during the remuneration review process.
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Further 
Actions

ABC has committed to the following actions:

 Repeat the analysis in 2020 and report on findings once available.

 Like for like analysis: Develop a methodology to allow like-for-like analysis of
roles (initially  on prevalent roles where sample size permits). This will provide
greater insight into the gender pay gaps which may exist and are unexplained by
gender representation.

 Gender representation targets: Overall target of equal representation across
the work levels to assist in closing the organisation-wide pay gap.

 Investigating all significant gaps, favourable to males or females: we will
continue to undertake several types of gender pay equity analysis in order to
identify different types of pay gaps and the potential drivers for those pay gaps.

 Development opportunities and support for women: we will focus on the
development and progression of women to address underrepresentation in
higher work levels.

 Further Investigation: We will investigate how we employ and manage people
and the effect this has on gender representation over time
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1. We have sought advice from EY on disclosure good
practice and recommendation on the potential
disclosure approach for the ABC

2. This slide deck has been developed based on the
recommendations for disclosing:

 Rationale
 Methodology

 Outcomes & analysis
 ABC actions – taken to date and planned

3. We now need to decide our audience/s for
disclosure, timing and format/forums.

Next Steps
Reporting & 
Disclosure

Gender Pay Equity Disclosure – Good practice insights

*. 
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Next Steps – Recommendations for Disclosure

Option 1 - Announce on International Women’s Day (8 March 2020):
• Ideally announce in conjunction with a positive initiative (eg establishment of a women’s networking group)
• Announce that there are no meaningful gaps that disadvantage women at any level 
• Timing could be a problem because unions are currently pushing for us to disclose now

Option 2 – Announce at smaller MD hosted event :
• MD and members of LT host a lunch or event for emerging female leaders
• Announce MD participation in male champions for change

Option 3 – Announce in conjunction with launch of the D&I plan (not recommended)
• Prefer not to distract from positive messaging around the D&I plan and this has potential to do that…

*. 









Gender Pay Gap Report

Appendix - Provisional ABC Action Plan 

Description Provisional action plan To From /  format

Rationale ABC is committed to remunerating all employees equitably and fairly.
ABC is committed to identifying and addressing any gender pay equity gaps, both for males and 
females. The Corporation has undertaken to carry out annual gender pay equity analysis and to review 
its approach to gender pay equity each year. The regular assessment of gender pay information allows 
the ABC to identify any gender pay gaps and develop and implement strategies to address them. 

►Executive leadership ►MD (discussion)

►All others ►MD (format TBC)*

Methodology In 2019, ABC undertook organisation-wide gender pay equity analysis of base salary and total fixed 
remuneration. To supplement this analysis and to assist ABC address any gender pay gaps, gender pay 
equity analysis of each ABC work level was also conducted.

►Executive leadership ►MD (discussion)

►All others ►MD (format TBC)*

Outcomes and 
reasons for gaps

Outcomes:
ABC’s current organisation-wide total fixed remuneration pay gap is 6% (favourable to males). 
The work level gender pay equity analysis indicates there are currently no meaningful total fixed 
remuneration pay gaps for employees in work levels 1 – 8, representing almost 90% of the ABC 
employee population. 
Reasons for gaps:
ABC’s gender pay equity analysis suggests that the organisation-wide pay gap is primarily a function of 
the way ABC manages talent and the effect this has had on gender representation over time (i.e., there 
are more males in higher work levels / salaried roles and more females in lower work levels / salaried 
roles), rather than a function of inequitable pay practices or inherent bias during pay decisions. 
We note that pay gaps are subject to constant fluctuation given that each employee appointment or 
departure from the Corporation affects the gender pay equity outcome. ABC is committed to annually 
monitoring gender pay equity and assessing the reasons for any year-on-year fluctuations identified. 

►Executive leadership ►MD (discussion)

►Senior leaders –
additional detail to be 
provided on specific level-
by-level  outcomes and 
reasons

►MD, supported by HR 
team (confidential 
format, supported by a 
discussion)

►All others ►MD (format TBC)*

The table below sets out a provisional disclosure action plan for ABC, based on good practice insights, ABC’s 26 May 2019 analysis outcomes, and consultation with ABC 
stakeholders (Jeanette Davies, Monica Vagg, and Archie Sharma) on 16 August 2019. When developing the action plan, we have considered four different audiences, including 
executive leadership, senior leaders, all employees, and the general public. 
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Appendix - Gender Pay Equity Disclosure – Provisional ABC Action Plan (continued)

Description Provisional action plan To From / format

Actions ABC has worked hard to improve gender pay equity at the Corporation 
over recent years through the following initiatives:
• Gender representation targets
• Investigating all significant gaps, favourable to males or females
• Focusing on levels in the organisation with large pay gaps
• Supporting leaders in undertaking equitable remuneration reviews
• Development opportunities and support for women

►All – level of detail 
may vary for each 
audience (e.g., 
senior leaders could 
receive more detail 
on particular levels 
with large gaps)

►MD (format TBC but 
will vary based on 
audience)*

We intend to repeat analysis in 2020 and report on findings once available. ►All ►MD (format TBC)*

We intend to develop a methodology to allow like-for-like analysis of the 
entire employee population in the future for roles where sample size 
permits. This analysis will provide greater insight into the gender pay gaps 
which may exist within the Corporation, particularly the pay gaps which 
are unexplained by gender representation. We commit to undertaking like-
for-like analysis of prevalent roles at ABC initially. 

►Executive 
leadership and 
senior leaders

►MD, supported by 
HR team 
(confidential format, 
supported by a 
discussion)




