
Full time equivalent (FTE) staff data fulfilling Inclusion functions in the Department of Health, Disability and Ageing

Financial Year Classificiation Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun

2023-2024 Total Classifications 8.02       7.08       8.18       8.39       8.29       8.09       8.15       8.81       8.98       8.67       9.66       10.00     
2023-2024 EL2 1.00       1.00       1.00       1.00       1.00       1.00       1.00       1.00       1.00       1.00       1.00       1.00       
2023-2024 EL1 2.00           1.65           2.47           2.53           2.29           2.09           2.15           2 24           1.98           1.69           1.99           2.00           

2023-2024 APS6 3.02           2.82           2.76           2.86           3.00           3.00           3.00           3.67           4.00           3.98           4.02           4.00           

2023-2024 APS5 1.00           0.61           0.95           1.00           1.00           1.00           1.00           0.90           1.00           1.00           1.65           2.00           

2023-2024 APS2 1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           

2024-2025 Total Classifications 11.30     11.57     11.79     12.78     12.00     12.36     12.68     11.75     11.14     11.73     11.36     11.34     
2024-2025 EL2 1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.41           1.00           

2024-2025 EL1 2.01           1.99           2.76           2.94           3.00           3.00           3.77           3.05           2.71           2.00           1.99           3.00           

2024-2025 APS6 4.99           5.03           5.03           5.84           5.00           5.36           4.91           4.70           4.43           5.73           4.96           4.38           

2024-2025 APS5 2.30           2.55           2.00           2.00           2.00           2.00           2.00           2.00           2.00           2.00           2.00           1.96           

2024-2025 APS2 1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           1.00           
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A little Not at all

30% 40% 50% 60% 70% 80% 90% 100%

ewhat A little Not at all
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Please rate your level of agreement with the following statements regarding the program

All Questions
The services provided by the program managers both internally and externally were culturally appropriate
I felt supported by my direct supervisor
During the course of the program I felt culturally safe and respected
I felt comfortable and supported throughout the program
I was satisfied with the type of work I was doing in the program
I found my work meaningful and engaging
The length of the program was appropriate
The balance between studying for the certificate and the work components of the program were appropriate

The services provided by the program managers both internally and externally were culturally appropriate
Strongly agree
Agree
Neither agree nor disagree
Strongly disagree

I felt supported by my direct supervisor
Strongly agree
Agree
Neither agree nor disagree
Disagree
Strongly disagree

During the course of the program I felt culturally safe and respected
Strongly agree
Agree
Neither agree nor disagree
Disagree
Strongly disagree

I felt comfortable and supported throughout the program
Strongly agree
Agree
Neither agree nor disagree
Strongly disagree

0% 10% 20% 3

The services provided by the program managers both internally and externally were culturally…

I felt supported by my direct supervisor

During the course of the program I felt culturally safe and respected

I felt comfortable and supported throughout the program

I was satisfied with the type of work I was doing in the program

I found my work meaningful and engaging

The length of the program was appropriate

The balance between studying for the certificate and the work components of the program were…

Strongly agree Agree Neutral Disagree Str
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I was satisfied with the type of work I was doing in the program
Strongly agree
Agree
Neither agree nor disagree
Strongly disagree

I found my work meaningful and engaging
Strongly agree
Agree
Neither agree nor disagree
Strongly disagree

The length of the program was appropriate
Strongly agree
Agree
Disagree
Strongly disagree

The balance between studying for the certificate and the work components of the program were appropriate
Strongly agree
Agree
Neither agree nor disagree
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OFFICIAL 

OFFICIAL 

Email sent from the Qualtrics system – 3 April 2025 

Hi ${e://Field/Name}, 

As a previous participant of an Indigenous Apprenticeship Program (IAP) at the Department of Health 
and Aged Care, we are interested in your feedback and experience during the program. This is an 
opportunity to tell us about your views and experiences of the program to help us evaluate and 
identify how we can improve experience for future cohorts. We invite you to complete the IAP Past 
Participant Survey.   

Participation in this survey is voluntary. Your response will be confidential and will be reported in a de-
identified manner. Please avoid including any identifying information such as your group or names. 
You may leave questions blank if you prefer not to answer. 

${l://EmployeeEngagementLink?d=Take the survey} 

If you have any questions or concerns about this survey or would like to discuss your individual 
experience, please feel free to contact the Workforce Strategy Team 

@health.gov.au) or our Inclusion Team (inclusion@health.gov.au). 

FOI 26-2203 - Document 6
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From:
Sent: Friday, 23 August 2024 1:09 PM
To:  

Cc:  
 

Subject: [FOR ACTION] 2024 WGEA Gender Equality Reporting program Questionnaire - 
input by COB Friday 6 September 2024 [SEC=OFFICIAL]

Attachments: 2023 WGEA Reporting_Final Questionnaire Responses as at 31 Dec 2022.pdf; 2024 
WGEA Reporting - Public Sector Questionnaire as at 31 Dec 2023.docx

Importance: High

Hi team, 

We’re coordinaƟng our input for the 2024 Commonwealth Public Sector Gender Equality Report coordinated by 
the Workplace Gender Equality Agency (WGEA). Please note that while we are submiƫng in 2024 the data and 
policy/strategy references are for the 2023 calendar year from 1 Jan to 31 Dec 2023 (so for example, old EA) hence 
the limited changes to our input this Ɵme around.  

As there aren’t many changes, I’ve tried to keep it quick and have highlighted where I need some input below. I’ve 
aƩached our current working doc and last year’s final for reference.  

Can you please review relevant highlighted comments below – happy for you to confirm wording by email response 
to make it quick – then we’ll consolidate into our working copy.  

Hoping to have our quesƟonnaire finalised by COB Friday 6 September 2023 so that we can progress for Secretary 
sign-off by end September. Happy to take any qs at Directors on Monday.  

 

 

 | Corporate OperaƟons Group 
Australian Government Department of Health & Aged Care 
T: 02  | E: @health.gov.au  

The Department of Health acknowledges the TradiƟonal Custodians of Australia and their conƟnued connecƟon to land, sea and 
community. We pay our respects to all Elders past and present.  

Data and policy/strategy references should be based on the 2023 calendar year (to 31 Dec 2023) 
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Policies and strategies 
1.1 Do you have formal policies and/or formal strategies in place that support gender equality in the workplace? 
1.2 Does your organisaƟon have any targets to address gender equality in your workplace? 
1.3 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to your gender equality policies and 
strategies, please do so below. 
2023 response included references to the Inclusion framework, talent strategy and cultural learning strategies – will 
need updates to these points for 2024 submission. 

Governing Bodies 
1.4 IdenƟfy your organisaƟon/s’ governing body 
1.5 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to governing bodies and gender equality 
in your workplace, do so below. 
Other than general merit selecƟon legislaƟon for filling SES roles (e.g. PS Act, RegulaƟons and Commissioner’s 
DirecƟons), have there been any addiƟonal policies or strategies introduced in 2023 for gender equality, term limits or 
gender targets for the ExecuƟve CommiƩee? 
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Gender Pay Gaps 
2.1 Do you have formal policies and/or formal strategies on equal remuneraƟon (pay equity and the gender pay gap) 
between women and men?  
2.2 Have you analysed your payroll to determine if there are any remuneraƟon gaps between women and men  
2.3 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to employer acƟon on pay equity and/or 
gender pay gaps in your workplace, please do so below. 

Employee Consultation 
2.4 Have you consulted with employees on issues concerning gender equality in your workplace during the reporƟng 
period? 
2.5 Do you have formal policies and/or formal strategies in place to ensure employees are consulted and have input on 
issues concerning gender equality in the workplace? 
2.6 Did your organisaƟon/s share last year’s public report/s with employees and shareholders? 
2.7 Have you shared last year’s ExecuƟve Summary and Industry Benchmark Report with the governing body? 
2.8 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to employee consultaƟon on gender 
equality in your workplace, please do so below. 

Flexible Working 
3.1 Do you have a formal policy and/or formal strategy on flexible working arrangements? 
3.2 Do you offer any of the following flexible working opƟons to MANAGERS and/or NON MANAGERS in your 
workplace? 
3.3 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to flexible working and gender equality in 
your workplace, please do so below. 

Paid parental leave 
4.1 Do you provide employer-funded paid parental leave in addiƟon to any government-funded parental leave 
scheme? 
4.2 Does your organisaƟon have an opt out approach to parental leave?  
4.3 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to paid parental leave and gender 
equality in your workplace, please do so below. 

Support for carers 
4.4 Do you have formal policies and/or formal strategies to support employees with family or caring responsibiliƟes? 
4.5 Do you offer any of the following support mechanisms for employees with family or caring responsibiliƟes? 
4.6 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to support for carers in your workplace, 
please do so below. 

Sexual harassment, harassment on the ground of sex or discrimination 
5.1 Do you have formal policies and/or formal strategies on the prevenƟon of and appropriate response to sexual 
harassment, harassment on the ground of sex or discriminaƟon? 
5.2 Have the policies and/or strategies been reviewed and approved in the reporƟng period by the Governing Body and 
CEO (or equivalent)? 
5.3 Do you provide training on the prevenƟon of sexual harassment, harassment on the ground of sex or discriminaƟon 
to the following groups? 
5.4 Does the governing body and CEO explicitly communicate their expectaƟons on safe, respecƞul and inclusive 
workplace conduct? If yes, when? 
5.5 Does your workplace risk management process include any of the following? 
Please review inclusions at 5.5 and q 5.5a 
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5.6 From the following list, what do you provide to support workers involved in and affected by sexual harassment? 
5.7 From the following list, what opƟons does your organisaƟon have for workers who wish to disclose or raise 
concerns about incidents relaƟng to sexual harassment or similar misconduct? 
5.8 Does your organisaƟon collect data on sexual harassment in your workplace, if yes, what do you collect? 
5.9 Does your organisaƟon report on sexual harassment to the governing body and management (CEO, KMP) and how 
frequently? 
5.10 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to measures to prevent and respond to 
sexual harassment, harassment on the ground of sex or discriminaƟon, please do so below. 
Please update comments relaƟng to development of stand-alone Sexual Harassment/DiscriminaƟon Policy 
development 

Family or domestic violence 
5.11 Do you have a formal policy and/or formal strategy to support employees who are experiencing family or 
domesƟc violence? 
5.12 Do you have the following support mechanisms in place to support employees who are experiencing family or 
domesƟc violence? 
5.13 Do you have the following types of leave in place to support employees who are experiencing family or domesƟc 
violence? 

5.14 Have any of your employees taken paid family and domesƟc violence leave in the last 12 months? 
5.15 If your organisaƟon would like to provide addiƟonal informaƟon relaƟng to family and domesƟc violence affecƟng 
your employees, please do so below. 
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From:
Sent: Tuesday, 29 August 2023 10:00 AM
To:  

Cc:   

Subject: FW: [Review/Input Request] 2023 WGEA Gender Equality Reporting program 
Questionnaire due COB Fri 15 September 2023 [SEC=OFFICIAL]

Attachments: Questionnaire Report 2021-2022 - Final version from WGEA.PDF; 2023 WGEA 
Offline Reporting-Questionnaire_public sector.docx

Importance: High

Hi team,  

We’re coordinating our input for the 2023 Commonwealth Public Sector Gender Equality Report. 

There are a few new questions in the attached – I have provided comments with names for reference. Can you 
please review and confirm/comment on the relevant Sections in the attached. has also supplied last years’ 
response and most of our responses will carry over from last years report.  

Hoping to have our input finalised by COB Friday 15 September 2023 so that we can progress for Secretary sign-off 
by end September.  

Please let me know if there are any questions.  

Kind regards, 

 

 

 | Corporate Operations Group 
Australian Government, Department of Health and Aged Care 
T: 02  | E: @health.gov.au 

The Department of Health and Aged Care acknowledges First Nations peoples as the Traditional Owners of Country throughout Australia, and their 
continuing connection to land, sea and community. We pay our respects to them and their cultures, and to all Elders both past and present. 

From:   
Sent: Thursday, 24 August 2023 3:24 PM 
To:   
Cc:   
Subject: [Review/Input Request] WGEA Gender Equality Reporting program Questionnaire [SEC=OFFICIAL] 

Hi  and  

Please find the 2023 Commonwealth Public Sector reporting questionnaire link to the Workplace Gender Equality 
Agency (WGEA) attached. 
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I have added our 2022 reporting period responses to the 2023 Questionnaire for you to review/request for other 
relevant Sections’ inputs. 

 New questions for the 2023 reporting period have been highlighted in yellow 
 Reporting is due to be submitted by 31 October 2023 

 

 
 
Thanks and kind regards 
 

 
 

 
 | Corporate Operations Group 

 
Australian Government Department of Health and Aged Care 
T: 02  | E: @health.gov.au 
Location:  
GPO Box 9848, Canberra ACT 2601, Australia 

 

From: WGEA - @wgea.gov.au>  
Sent: Thursday, 17 August 2023 3:30 PM 
To: @health.gov.au> 
Subject: RE: Public Sector Gender Equality Information session webinar - 2023 [SEC=OFFICIAL] 
 
Hi , 
 
Thank you for getting in touch. 
 
WGEA is in the process of sending out this communication to reporting contacts at registered public sector agencies, 
and this should be sent out Monday next week. This will include tips for reporting, along with links to the webinar 
recording and a FAQ resource. In the meantime, you can refer to our public sector reporting guide which hosts the 
webinar recording as well as an FAQ chapter which will be updated as more questions come in from the sector. 
 
Apologies for the delay in these communications going out and thanks for your patience. 
 
Kind regards, 
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2022 - 23 Public Sector Reporting

Submitted By:

Department Of Health And Aged Care  83605426759
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                                               Date Created: 11-10-2023

Organisation: Department Of Health And Aged Care

1. What is the name of your governing body?
Executive Committee
 

2.  What type of governing body does this organisation have?: Management committee

Specify number of people holding each position by gender.
Chair

Female (F) Male (M) Non-Binary
0 1 0

Member
Female (F) Male (M) Non-Binary

3 4 0

4. Do you have a formal selection policy and/or formal selection strategy for this 
organisation's governing body members?:
 No
Selected value:  Other
Other value: 

6. Has a target been set to increase the representation of women on this governing body? No

6.1 Percentage (%) of target: 
6.2 Year of target to be reached: 

Selected value: 

Other value: 

7.  Do you have a formal policy and/or formal strategy in place to support gender equality 
in the composition of this organisation's governing body?
No
Selected value:  Other
Other value: Senior Executive merit selection is undertaken as per APS SES recruitment 
policy and guidance. Gender equality is considered as part of the APS SES recruitment policy 
however is not specific to our agency
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2. If your organisation would like to provide additional information relating to paid     
parental leave and gender equality in your workplace, please do so below.
Parental leave provisions are provided through legislation (the Maternity Leave 
Commonwealth Employees) Act 1973, the Fair Work Act 2009, the department’s 
enterprise agreement and supporting policy. The Maternity Leave provisions are gender 
specific while the other provisions are based on primary/secondary carer definitions.

Support for carers
1. Do you have a formal policy and/or formal strategy to support employees with 

family or caring responsibilities?
Yes
Policy

2. Do you offer any of the following support mechanisms for employees with family 
or caring responsibilities?

2.1. Employer subsidised childcare
No
Other
Other: Employees subsidised childcare has not been a condition negotiated in

the Department’s enterprise agreement.
2.2. Return to work bonus (only select if this bonus is not the balance of paid 

parental leave)
No
Other
Other: The APS has generous paid parental leave provisions and flexible work 
options available.

2.3. Breastfeeding facilities
Yes

Available at ALL worksites
2.4. Childcare referral services

No
Not aware of the need

2.5. Coaching for employees on returning to work from parental leave
Yes

Available at ALL worksites
2.6. Targeted communication mechanisms (e.g. intranet/forums)

No
Not a priority

2.7. Internal support networks for parents
No

FOI 26-2203 - Document 21

Page 12 of 17

Rele
as

ed
 un

de
r th

e F
ree

do
m of

 In
for

mati
on

 Act 
19

82
 by

 th
e D

ep
art

men
t o

f H
ea

lth
, D

isa
bil

ity
 an

d A
ge

ing



                                               Date Created: 11-10-2023
Not a priority

2.8. Information packs for new parents and/or those with elder care 
responsibilities
No

Not aware of the need
2.9. Parenting workshops targeting fathers

No
Insufficient resources/expertise

2.10. Parenting workshops targeting mothers
No

Insufficient resources/expertise
2.11. Referral services to support employees with family and/or caring   

responsibilities
Yes

Available at ALL worksites
2.12. Support in securing school holiday care

No
Not a priority

2.13. On-site childcare
No

Other
Other: There are currently no on-site childcare facilities available that are 
managed by the Department.

2.14. Other details: No

3. If your organisation would like to provide additional information relating to 
support for carers in your workplace, please do so below.
The Department strongly supports staff who have parenting responsibilities through 
a range of mechanisms, such as readily available access to flexible work 
arrangements (eg. Part time/remote work), generous leave provisions and 
allowances for staff who need to organise care arrangements unexpectedly when 
recalled to work when on approved leave or who must cancel approved leave. 
Coaching and referral support for employees that are carers (and their families), 
including those returning to work after a period of parental leave is available through
our Employee Assistance Program (EAP).

#Harm Prevention
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Sexual harassment, harassment on the 
grounds of sex and discrimination

1. Do you have a formal policy and/or formal strategy on the prevention and 
response to sexual harassment, harassment on the grounds of sex and 
discrimination?
The provisions in a ‘policy’ and/or ‘strategy’ for prevention and management of sexual 
harassment is important for setting workplace culture and achieving a safe, respectful and 
inclusive workplace. Policies/Strategies alone will not prevent harassment and discrimination, 
however, they can help to set clear expectations, particularly about behaviours at the 
workplace and during work-related activities.
To better understand the difference between a policy and strategy, please see here.

Yes
Policy

1.3 Do you provide a grievance process in your sexual harassment policy and/or 
strategy?
A grievance process is a means of dispute resolution that can be used by a company 
to address complaints by employees, suppliers, customers, and/or competitors
Yes

2. Do you provide training on the prevention of sexual harassment, harassment on 
the ground of sex or discrimination to the following groups?
*All Managers (including CEOs or equivalent, Key Management Personnel (KMP), 
Heads of Business (HOB), General Managers (GM), Senior Managers (SM) and 
other managers (OM) 
All Managers:
Yes

Other
Provide Details: Module is available to all staff, but not mandated and/or reassigned 

for periodic refresher training.

9. If your organisation would like to provide additional information relating to measures 
to prevent and respond to sexual harassment, harassment on the grounds of sex or 
discrimination, please do so below.
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A standalone Sexual Harassment/Discrimination Policy will be developed to support 
the new positive duty requiring employers to implement measures to prevent sexual
harassment, hostile work environments and victimisation. The new policy will be 
supported by guidance materials and resources and will be the subject of a 
communications and awareness campaign.

Family or domestic violence
1. Do you have a formal policy and/or formal strategy to support employees who 

are experiencing family or domestic violence?
Yes
Policy

2. Other than a formal policy and/or formal strategy, do you have the following 
support mechanisms in place to support employees who are experiencing 
family or domestic violence?
A domestic violence clause is in an enterprise agreement or workplace 
agreement
Yes

Confidentiality of matters disclosed
Yes

Protection from any adverse action or discrimination based on the disclosure of
domestic violence
Yes

Employee assistance program (including access to psychologist, chaplain or 
counsellor)
Yes

Emergency accommodation assistance
No
Insufficient resources/expertise

Provision of financial support (e.g. advance bonus payment or advanced pay)
No
Other

FOI 26-2203 - Document 21

Page 15 of 17

Rele
as

ed
 un

de
r th

e F
ree

do
m of

 In
for

mati
on

 Act 
19

82
 by

 th
e D

ep
art

men
t o

f H
ea

lth
, D

isa
bil

ity
 an

d A
ge

ing



                                               Date Created: 11-10-2023
Provide Details: The Department does not provide additional financial support 

but does provide access to paid leave and other non-financial supports.
Flexible working arrangements
Yes

Offer change of office location
Yes

Access to medical services (e.g. doctor or nurse)
Yes

Training of key personnel
No
Other

Provide Details: The assistance or support provided to DFV employees is 
delivered by Director WHS, Assistant Director WHS and inhouse clinical psychologist 
only.

Referral of employees to appropriate domestic violence support services for 
expert advice
Yes

Workplace safety planning
Yes

Access to paid domestic violence leave (contained in an enterprise/workplace 
agreement)
Yes
Is the leave period unlimited?
No
How may days are provided?
0

Access to paid domestic violence leave (not contained in an 
enterprise/workplace agreement)
No
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                                               Date Created: 11-10-2023
How may days are provided?    
Other

Provide Details: 
Access to unpaid domestic violence leave (contained in an 
enterprise/workplace agreement)
Yes
Is the leave period unlimited?
No

How may days are provided?             0

Access to unpaid leave
No

Other: No
Provide Details: 

3. If your organisation would like to provide additional information relating to family    
and domestic violence affecting your workplace, please do so below.

Access to EAP with specific Family Assist services and legal assistance relating to FDV.
Early Intervention team within WHS section, lead by a Clinical Psychologist to 
support access to appropriate FDV supports.
The number of days to paid and unpaid domestic violence leave are discretionary (up
to 10 days).
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2023 - 24 Public Sector Reporting

Submitted By:

Department Of Health And Aged Care  83605426759
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Public Reports

Public report documents contains data which will be published in full by WGEA on the Data 
Explorer. They should, with public report documents, be taken to your CEO or equivalent for 
review, approval and sign off and must be shared in accordance with the Notification and 
Access requirements under the Workplace Gender Equality Act 2012.

The following three documents make up your Public Report:

 Questionnaire – Public Report
 Workplace Profile – Public Report
 Workforce Statistics – Public Report

Public reports are used for:

 Review, approval and sign-off of the submission by your CEO or equivalent
 Complying with the Notification and Access requirements outlined below
 Keeping an internal record of what was submitted to WGEA for a particular year

Review, approval and sign-off:

The following documents must be reviewed by the CEO or equivalent of each organisation 
covered in this submission. More information found here.

 Questionnaire – Confidential Report
 Questionnaire – Public Report
 Workplace Profile - Confidential Report
 Workplace Profile – Public Report
 Workforce Statistics – Public Report

Notification and Access requirements

To comply, an employer must do the following as soon as reasonably practicable:

 Inform its employees and members or shareholders that it has lodged its report with 
the Agency and advise how the public data may be accessed

 Provide access to the public data to employees and members or shareholders
 Inform employee organisations with members in its workplace that the report has 

been lodged

More information found here.
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#Workplace Overview
Workplace Overview - Policies & Strategies

*1.1 Do you have formal policies and/or formal strategies in place that support 

   gender  equality in the workplace?

This question asks whether your organisation has ‘policies’ and/or ‘strategies’ in place that
support gender equality in the workplace and what the policies and/or strategies include.
These areas are considered key to achieving gender diversity in the composition of your
workforce. The existence of a public sector-wide policy and/or strategy does not equal an
organisational policy or strategy. If you do not have a policy and/or strategy in place, you
will have the opportunity to indicate why. 

Yes 
Policy; Strategy

             1.1a Do the formal policies and/or formal strategies include any of the following?

Recruitment;  Retention;  Performance  management  processes;  Promotions;
Succession  planning;  Training  and  development;  Key  performance  indicators  for
managers relating to gender equality; Other

Provide  details:  Talent  identification/identification  of  high  potentials:  currently
under development

*1.2 Does your organisation have any targets to address gender 
   equality in your workplace?

A target is an achievable, time-framed goal that an organisation can set to focus its efforts.
A gender balance target is a goal for a specific group of people. The existence of public
sector-wide targets does not equal an organisational target unless specifically adopted.

No
 

Workplace Overview - Governing Bodies
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1.4  Identify your organisation/s’ governing body

Governing bodies are the group of people who endorse policy and direct and oversee the
conduct of an organisation, supported by the organisation’s managers. The core role of a
governing body is the governance of an organisation. Governing bodies:

 include boards or management committees of not-for-profit organisations (even if
the position is voluntary)

 include boards or management committees of incorporated associations

 are not a sub-committee of a board. For example, are not a diversity council or
committee or diversity and inclusion team. 

Some organisations have common types of governing bodies. 

 For  corporate  or  non-corporate  Commonwealth  entities  –  this  may  be  a
management  committee  (also  sometimes  referred  to  by  other  names,  including
executive management board/committee or a leadership committee) or it may be
the accountable authority.

 For Commonwealth companies – this may be a board of directors. 

If  you are a wholly owned subsidiary and share a governing body with your parent
organisation, then your governing body is the same as your parent’s.

 

You are required to provide details of each organisation’s governing body. A governing body 
is defined as the one that has primary responsibility for the organisation’s governance. As 
such, you must only report one governing body for each organisation covered in this report. 
Please note:

 You must tick the organisation/s this governing body relates to.
 If there are multiple organisations covered in this report you must tick all that relate 

to this particular governing body.
 If this governing body does not cover all organisations, you should add another 

governing body after saving this one.
 If you have already ticked an organisation in another governing body in this report, 

you must not tick it again below.

Organisation: Department Of Health And Aged Care

*A. Is this governing body reported primarily in a different submission group for 2023
Public Sector Gender Equality Reporting?
No
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*B. What is the name of your governing body?
Executive Committee

*C. What type of governing body does this organisation have?
The type of governing body should be the one that has primary responsibility for 
the governance of each organisation ticked above.
Management committee (this may also be referred to as an executive management team)

*D. How many members are on the governing body and who holds the predominant
Chair position?

A Chair is the person who leads and chairs meetings of the governing body. In the situation
of rotating Chair position for the meetings, the predominant gender of the people acting as
Chairs for the meeting during the reporting period should be used.
Please report your chair and members as at the end of 12 month reporting period (31
December 2023).
Note that WGEA's legislation does not currently authorise the collection of governing body
member gender beyond male or female.

Female (F) Male (M)

Chair 0 1

Members (excluding 

chairs)

2 5

*E. Do you have control over appointments to your governing body?
No
Other
The Department has determined the key management personnel to be Secretary, the Chief 
Medical Officer (CMO) and all Deputy Secretaries and equivalents. Senior Executive 
selection is undertaken as per APS SES recruitment policy and guidance.

*F. Do you have formal policies and/or formal strategies in place to support and 
achieve gender equality in this organisation's governing body?
No
Other 
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Other value: The Department has determined the key management personnel to be 
Secretary, the Chief Medical Officer (CMO) and all Deputy Secretaries and 
equivalents. Senior Executive selection is undertaken as per APS SES recruitment 
policy and guidance. 

*G. Does this organisation’s governing body have limits on the terms of its Chair 
and/or Members? 
No

*H. Has a target been set on the representation of women on this governing body?
No

Selected value: Other

Other value: The Department has determined the key management personnel to be 
Secretary, the Chief Medical Officer (CMO) and all Deputy Secretaries and equivalents. 
Senior Executive selection is undertaken as per APS SES recruitment policy and guidance.

#Action on gender equality
Action on Gender Equality - Pay Equity and 

Gender Pay Gap

Gender Pay Equity is when people receive equal pay for work of the same or similar value, 
however, it is not just about ensuring women and men performing the same role are paid 
the same but also about ensuring women and men performing different work of equal and 
comparable value are paid equitably. This is a legal requirement in Australia.

The gender pay gap is not to be confused with gender pay equity. The gender pay gap is the 
difference in average or median earnings between women and men and is usually a 
consequence of disadvantages employees face in the workplace. Gender pay gaps are also 
not a direct comparison of like roles. 
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Gender pay gaps are a useful way to monitor the different earning capacities of women and 
men across organisations, industries, and the workforce as a whole.

Employers need to be actively working to understand and address their pay equity and 
gender pay gaps. The first step in improving your organisation’s pay equity and gender pay 
gap is to conduct your own pay gap analysis and understand what’s driving any differentials.

*2.1 Do you have formal policies and/or formal strategies on equal remuneration (pay 
equity and the gender pay gap) between women and men? 

This question focuses on the policies and/or strategies your organisation has in place related 
to equal remuneration (pay equity and the gender pay gap) between women and men. If you
do not have policies and/or strategies in place, you will have the opportunity to indicate why.
The policies or strategies may be stand alone and/or contained within another 
strategy/policy. The existence of a public sector-wide policy and/or strategy does not equal 
an organisational policy or strategy.

Yes
Policy

*2.1a Do the formal policies and/or formal strategies include any of the following?

 Other (provide details)

Other:There is no option to select no. Salaries set by awards/industrial or workplace
agreements
 

*2.2 Have you analysed your payroll to determine if there are any remuneration gaps 
between women and men (e.g. conducted a gender pay gap analysis)?   

This question focuses on the actions your organisation has taken in relation to gender 
remuneration. Specifically, it asks if and when you have conducted a remuneration gap 
analysis and if so, whether you took any actions as a result. If you have not taken any action,
you will have the opportunity to indicate why.

Yes

*2.2a What type of gender remuneration gap analysis was undertaken?

A by-level gap analysis which compares the difference between women’s and men’s
average pay within the same employee category

*2.2b When was the most recent gender remuneration gap analysis undertaken?
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Within the last 12 months

*2.2c Did you take any actions as a result of your gender remuneration

 gap analysis?

Yes
Reported pay equity metrics (including gender pay gaps) to the executive

You may also provide more detail below on the gender remuneration gap analysis   
that was undertaken.

Action on Gender Equality - Employee 
Consultation
*2.4  Have you consulted with employees on issues concerning gender equality in your 
workplace during the reporting period?

Employee consultation is a formalised way to collect information about your employees 
‘views on the workplace, what is working well and what could be improved. This question 
asks if you have consulted your employees about gender equality issues in the workplace 
during the reporting period.

Examples of issues can include:

 parental leave entitlements and related processes, like keep-in-touch and return-
to-work programs

 flexible working arrangements
 gender pay equity
 representation of women in management
 recruitment of women in non-traditional areas
 sexual harassment or discrimination.

Yes
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*2.7 Have you shared last year’s Executive Summary and Industry Benchmark Report with 
the governing body?

It is a requirement under section 16C of the WGE Act for the CEO to provide a copy of your 
Executive Summary and Industry Benchmark Report received from WGEA. 

If this is your first year of reporting, please select Not applicable.

2.6c Did you take reasonable steps to inform employee 
organisations about the lodgement of the public report?

Yes No No

2.6d Did you make public reports accessible to employees? Yes No No

2.6e Did you make public reports accessible to shareholders
or members?

No No Yes

2.6f Did you inform employees about the opportunity to 
comment on the public report?

Yes No No

2.6g Did you inform employee organisations about the 
opportunity to comment on the public report?

Yes No No

Yes No Not 
Applicable

2.7a Executive Summary Yes No No

2.7b Industry Benchmark Report Yes No No
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#Flexible Work
Flexible Work – Support for flexible working 

arrangements 

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

This section focuses on the flexible work arrangements available in your organisation. If you 
have a formal policy and/or formal strategy on flexible work arrangements, it asks you to 
specify what this includes. It also asks whether specific flexible working options are available
to managers and non-managers in your workplace, and whether these differ for women and
men.

·       A flexible work arrangement is an agreement between a workplace and an employee to
change the standard working arrangement to better accommodate an employee’s 
commitments out of work.

·       Flexible working arrangements usually encompass changes to the hours, pattern and 
location of work.

·       If flexible working arrangements are not available to your employees, you will have the
opportunity to indicate why.

Yes
Policy

*3.1a Do the formal policies and/or formal strategies include any of the following? 
Leaders are visible role models of flexible working; Flexible working is promoted 
throughout the organisation; Leaders are held accountable for improving workplace 
flexibility; Manager training on flexible working and remote/hybrid teams is provided
throughout the organisation; Employee training on flexible working and 
remote/hybrid teams is provided throughout the organisation; Team-based training 
on flexible working is provided throughout the organisation; Employees are surveyed
on whether they have sufficient flexibility; The impact of flexibility is evaluated (e.g. 
reduced absenteeism, increased employee engagement); Metrics on the use of, 
and/or the impact of, flexibility measures are reported to key management 
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personnel; Metrics on the use of, and/or the impact of, flexibility measures are 
reported to the governing body

*3.2 Do you offer any of the following flexible working options to MANAGERS and/or NON
MANAGERS in your workplace? 

Flexible 

working 

option

MANAGERS
Formal 
options 
available

MANAGERS
Informal 
options 
available

NON-
MANAGERS
Formal 
options 
available

NON-
MANAGERS
Informal 
options 
available

No

Flexible hours 

of work       
Yes Yes Yes Yes No

Compressed 

working 

weeks

Yes Yes Yes No No

Time-in-lieu No Yes Yes Yes No
Remote 

working/work
ing from 

home

Yes Yes Yes Yes No

Part-time 

work

Yes No Yes No No

Job sharing Yes No Yes No No
Purchased 

leave
Yes No Yes No No

Unpaid leave Yes No Yes No No

#Employee Support
Employee support – Paid parental leave

Parental leave policies are designed to support and protect working parents around the 
time of childbirth or adoption of a child and when children are young. This section focuses 
on whether employer-funded paid parental leave is available to carers in your organisation 
(in addition to government-funded parental leave), and if it is, which employees have access
to it and how much leave is available.

Some workplaces have developed parental leave policies that do not use the 
primary/secondary carer definition and provide equal entitlements to any eligible employee.
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Equally shared parental leave policies offer the same type, length and conditions to 
employees of all genders, who require parental leave, with no distinction between primary 
and secondary carers.

 If your organisation offers this – you should answer this question with ‘yes, we offer 
employer-funded parental leave to all genders without using the primary/secondary 
carer definitions’.

A primary carer is the person who most meets the child’s need, including feeding, dressing, 
bathing and otherwise supervising the child. 

A secondary carer is generally the current partner of the primary carer, the other legal 
parent of the child or the current partner of the other legal parent of the child. 

 If your organisation provides parental leave based on this/these definition/s – you 
should answer this question with ‘yes, we offer employer-funded parental leave 
(using the primary/secondary carer definitions)’. If your organisation specifically 
provides maternity leave and/or paternity leave, you should also answer ‘yes, we 
offer employer-funded parental leave (using the primary/secondary carer 
definitions)’.

In 2023, through the Australian government’s paid parental leave (PPL) scheme, eligible 
employees receive up to 18 weeks’ pay at the national minimum wage. Australian 
Government funded parental leave pay is different and may not be equivalent to employer-
funded paid parental leave.

Note for Commonwealth Public Sector organisations: The Maternity Leave 
(Commonwealth Employees) Act 1973 sets out baseline parental leave entitlements for 
Commonwealth Employees. Many public sector organisations have additional parental leave
provisions set out in Enterprise Bargaining Agreements. Please respond to the following 
questions based on the total provisions your organisation offers, as at 31 December 2023, 
inclusive of the conditions set out in the Maternity Leave Act.

*4.1   Do you provide employer-funded paid parental leave in addition to any government
-funded parental leave scheme?

If you do not offer any employer-funded parental leave (in addition to any government 
funded parental leave scheme) – you should answer ‘no, we do not offer employer-funded 
parental leave’. 
If your organisation specifically provides maternity leave and/or paternity leave, you should 
also answer ‘yes, we offer employer-funded parental leave (using the primary/secondary 
carer definitions)’.
 
Yes, we offer employer funded parental leave using the primary/secondary carer definition

            4.1.2  Do you provide employer-funded paid primary carers leave in addition

FOI 26-2203 - Document 22

Page 14 of 24

Rele
as

ed
 un

de
r th

e F
ree

do
m of

 In
for

mati
on

 Act 
19

82
 by

 th
e D

ep
art

men
t o

f H
ea

lth
, D

isa
bil

ity
 an

d A
ge

ing



                                               Date Created: 03-10-2024

            to any government funded parental leave scheme?
            Yes

A ‘primary carer' is the member of a couple or single carer, regardless of 
             gender, identified as having greater responsibility for the day-to-day care of a child.

*4.1.2.a. Please indicate whether your employer-funded 
   paid primary leave for primary carers is available to:
   All, regardless of gender

*4.1.2b  Please indicate whether your employer-funded paid 
   primary  carers leave covers:            
   Birth; Adoption; Surrogacy; Stillbirth

*4.1.2c How do you pay employer-funded paid primary carers leave?
   Paying the employee's full salary
   
*4.1.2d Do you pay superannuation contribution while they are

  on parental leave?

 Yes, on employer funded primary carers leave
 *4.1.2e How many weeks (minimum) of employer-funded paid 
   primary carers leave is provided?

 Please answer this question with regard to the employees who are
eligible for parental leave (e.g. employees that have met the 
minimum qualifying period, if there is one)

 If you offer employer-funded paid parental leave to all carers 
regardless of the primary/secondary definition, you must report 
the minimum number of weeks you provide. For example, a 
Commonwealth public sector organisation may offer Maternity 
Leave Act eligible employees 12 weeks of paid leave under this 
Act, and an additional 5 weeks of paid leave according to their 
enterprise agreement. This would mean the organisation offers a 
total of 17 weeks of employer-funded paid parental leave.

 If you offer different packages to certain groups of employees or 
based on service time, industry or worksite, your minimum would 
be across all options available to all carers. If you do use the 
primary/secondary definition, please go back and correct your 
answer for question 4.1 of this section.

 14
*4.1.2.f Who has access to this type of employer-funded paid primary

 carers leave?
 Permanent employees;Contract/fixed term employees;Casual employees
 

 *4.1.2.g  Do you require primary carers to work for the organisation 
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    for a certain amount of time (a qualifying period) before they can 
    access  employer-funded primary carers leave?
    Yes

                               How long is the qualifying period (in months)?
                               12

  *4.1.2.h Do you require primary carers to take employer-funded 
           paid parental leave within a certain time period after the birth,
           adoption, surrogacy and/or stillbirth? 

                  Yes
                  Within 12 months
                    

*4.1.3  Do you provide employer-funded paid secondary carers leave in 
addition to any government funded parental leave scheme?
Yes

                   
 Please indicate how employer-funded paid parental leave is provided to the  
secondary carers.

*4.1.3a  Please indicate whether your employer-funded paid secondary 
carers leave is available to:
All, regardless of gender

*4.1.3b  Please indicate whether your employer-funded paid secondary 
carers leave covers:
Birth; Adoption; Surrogacy; Stillbirth

*4.1.3c How do you pay employer-funded paid secondary carers leave?
Paying the employee's full salary

*4.1.3d Do you pay superannuation contribution to your secondary 
carers while they are on secondary carers leave?
Yes, on employer funded parental leave

*4.1.3e How many weeks (minimum) of employer-funded secondary carers 
leave is provided?

 Please answer this question with regard to the employees who are eligible for
parental leave (e.g. have met the minimum qualifying period if there is one)

 If you offer employer-funded paid parental leave to all carers regardless of 
the primary/secondary definition, you must report the minimum number of 
weeks you provide.

 If you offer different packages to certain groups of employees or based on 
service time, industry or worksite, your minimum would be across all options 
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available to all carers. If you do use the primary/secondary definition, please 
go back and correct your answer for question 4.1 of this section. 

4

*4.1.3.f  Who has access to this type of employer-funded paid secondary- 
carers leave? 
Permanent employees;Contract/fixed term employees;Casual employees

*4.1.3.g  Do you require secondary carers to work for the organisation for a 
certain amount of time (a qualifying period) before they can access 
employer-funded secondary carers leave?

No

*4.1.3.h  Do you require secondary carers to take employer-funded paid 
parental leave within a certain time period after the birth, adoption, 
surrogacy and/or stillbirth? 
Yes

Within 12 months

*4.2 Does your organisation have an opt out approach to parental leave? 

An opt-out approach to parental leave for all parents assumes any employee, who is eligible 
to take parental leave, will take their full entitlement to provide care for their child. If they do
not want to take this entitlement (in either part or full) they will connect with their manager 
which can prompt further discussion on options and supports for parental leave and care. 
This approach enhances participation by default and sends a strong signal of expectation and 
an active endorsement to fathers to take on a primary carer role for their children thus 
breaking down the ideal worker/carer norms that often lock fathers out of a fully endorsed 
and culturally supported role in care alongside their careers.
Yes

Employee support - Support for carers

*4.4  Do you have formal policies and/or formal strategies to support employees with 

family or caring responsibilities?

FOI 26-2203 - Document 22

Page 17 of 24

Rele
as

ed
 un

de
r th

e F
ree

do
m of

 In
for

mati
on

 Act 
19

82
 by

 th
e D

ep
art

men
t o

f H
ea

lth
, D

isa
bil

ity
 an

d A
ge

ing



Rele
as

ed
 un

de
r th

e F
ree

do
m of

 In
for

mati
on

 Act 
19

82
 by

 th
e D

ep
art

men
t o

f H
ea

lth
, D

isa
bil

ity
 an

d A
ge

ing



                                               Date Created: 03-10-2024

employees returning 

to work from parental

leave and/or 
extended carers leave

and/or career breaks

Internal support 

networks for parents 

and/or carers

No No Yes

Targeted 

communication 

mechanisms (e.g. 

intranet/forums)

No No Yes

Return to work bonus 
(only select if this 
bonus is not the 
balance of paid 
parental leave)

No No Yes

Support for 
employees with 
securing care 
(including school 
holiday care) by 
securing priority 
places at local care 
centres (could include
for childcare, 
eldercare and/or 
adult day centres)

No No Yes

Referral services for 
care facilities (could 
include for childcare, 
eldercare and/or 
adult day centres)

No No Yes

On-site childcare No No Yes
Employer subsidised 
childcare

No No Yes

Support in securing 
school holiday care

No No Yes

Parenting workshop 
targeting mothers

No No Yes

Parenting workshops 
targeting fathers

No No Yes

Keep-in-touch 
programs for carers 
on extended leave 
and/or parental leave

No No Yes

Access to counselling 
and external support 

No Yes No
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for carers (e.g. EAP)

#Harm Prevention
Harm Prevention - Sexual harassment, 
harassment on the grounds of sex or 
discrimination
Key Definitions

Sexual harassment is when a person:
• makes an unwelcome sexual advance, or an unwelcome request for sexual favours, to the 
person harassed; or
• Engages in other unwelcome conduct of a sexual nature in relation to the person 
harassed;

in circumstances in which a reasonable person, having regard to all the circumstances, 
would have anticipated the possibility that the person harassed would be offended, 
humiliated or intimidated.

Harassment on the ground of sex is when a person:

• engages in unwelcome conduct of a demeaning nature against another person by reason 
of the other person’s sex or a characteristic that generally relates to or is attributed to their 
sex; And

• Does so in circumstances in which a reasonable person, having regard to all the 
circumstance, would have anticipated the possibility that the  person harassed would be 
offended, humiliated or intimidated.

For the purposes of the meanings of sexual harassment and harassment on the ground of 
sex, circumstances to be taken into account include (but are not limited to) an individual’s 
sex, age, sexual orientation, gender identity, intersex status, marital or relationship status.

Discrimination happens when a person is treated less favourably, in circumstances that are 
the same or are not materially different, than a person of a different sex, sexual orientation, 
gender identity, or on the ground of the person’s intersex status, marital or relationship 
status, pregnancy or potential pregnancy, breastfeeding, or family responsibilities.
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discrimination based on the disclosure of 
domestic violence
Confidentiality of matters disclosed Yes

Training of key personnel No

Flexible working arrangements Yes

Workplace safety planning Yes

Employee assistance program (including 
access to psychologist, chaplain or 
counsellor)

Yes

Referral of employees to appropriate 
domestic violence support services for 
expert advice

Yes

Provision of financial support (e.g. 
advance bonus payment or advanced pay)

No

A domestic violence clause is in an 
enterprise agreement or workplace 
agreement

Yes

Access to medical services (e.g. doctor or 
nurse)

Yes

Offer change of office location Yes

Emergency accommodation assistance No

        
         

*5.12 Do you have the following types of leave in place to support employees who

  are experiencing family or domestic violence?

 Access to paid domestic violence leave

  Yes
                    Is it unlimited?

No 

How many days of paid domestic violence leave?
10
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Access to unpaid domestic violence leave

Yes
Is it unlimited?
No

How many days of unpaid domestic violence leave?
10
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