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The Workplace Gender Equality 
Agency
Federal statutory agency charged with 

promoting and improving gender 

equality in Australian workplaces

• Established under the Workplace 

Gender Equality Act 2012

• Regulator, educator and influencer



Required to report:

All non-public sector employers with 100 or more employees 

are required to report annually.

Not required to report: 

Employers with less than 100 employees are not 

required to report, but can access advice and 

assistance from the Agency.

Who needs to report?
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Workplace Gender Equality Act 2012

Gender Equality 

Indicators

1 Gender composition of the 
workforce 

2 Gender composition of 
governing bodies 

3 Equal remuneration between 
women and men 

4 Flexible working arrangements 
and support for caring 

5 Employee consultation 

6 Sex-based harassment and
discrimination 
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#WGEAdata @WGEAgency

Gender pay gap



Gender pay gaps – over time

*2018-19 data



The gender pay gap and equal pay

Equal pay The gender pay gap
Equal pay is when women and men 
performing the same role or different work 
of equal or comparable value are paid the 
same

The gender pay gap measures the 
difference between the average earnings of 
women and men in the workforce at an 
organisation, industry or national level, 
which is expressed as a percentage of men’s 
earnings. 

It is caused by a range of social and 
economic factors that combine to reduce 
women’s earning capacity over their 
lifetime.



#WGEAdata @WGEAgency

Women in management
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#WGEAdata @WGEAgency

Flexible work



Women on boards

#WGEAdata @WGEAgency



39.5 % of employers 
who did a pay gap 
analysis took no 

action

The action gap

*2018-19 data



Thank you

Workplace Gender Equality Agency
wgea@wgea.gov.au

Workplace Gender 
Equality Agency @WGEAgency@WGEAgency
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IW’s data and evidence includes

Quantitative survey 
of Social Norms, Attitudes 
and Practices among urban 

millennials

Quantitative analysis of 
company data 

(policies, practices, HR data) 
and staff perceptions

Qualitative case studies 
of company experience

Survey of 2000 urban millennials (1000 
men, 1000 women) in each of 

Indonesia, Philippines and Vietnam

Regression analysis of data from 37 
firms across Indonesia, Myanmar, 

Philippines and Vietnam, including 
perceptions data from ~150,000 

employees 

Case studies of 7 firms across 
Indonesia, Myanmar, Philippines and 
Vietnam, including 18 interviewees 

from operations to upper 
management levels

Examines women’s and men’s roles at the 
workplace and in the home, to explore the 

underlying social norms, attitudes and 
practices around gender.

Examines link between retention and staff 
satisfaction; compares WGE perceptions 

across groups of employees: women, men, 
married, not married.

Examines employee perceptions to gain a 
nuanced understanding of specific WGE 
issues, and views on potential impacts of 

WGE changes in their workplace.
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Great opportunities for WGE in SE Asia…

Source: IW Social Norms, Attitudes and Practice Survey, 2018
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“Women and men are treated equally in 
the workforce” – agree or strongly agree

Women’s and men’s ambition 
to reach senior positions

Women as a share of total tertiary graduates 2016-17 (source ILO)
Indonesia 59% Philippines 59% Vietnam 61%
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But still a gap to where we want to be
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• WGE often seen as “equal treatment” or no 
direct discrimination

• Many employee respondents rated WGE very 
highly in their firms, and didn’t identify that 
changes were necessary

• But even so, women and men have different 
experiences, as shown in the different reported 
perceptions of their workplace

• Gender norms and stereotypes are at play in 
employees’ work life, which can limit 
opportunities and the impact of new WGE 
policies.

Gender norms and the workplace
‘Men are better 

at technical 
work’

‘Women 
must balance 

work and 
homelife’

‘Women are 
more 

meticulous’
‘Women 
shouldn’t 
travel for 

work’

‘Women are 
better at 
caring for 
children’
‘I shouldn’t 

take paternity 
leave’
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Married women and career/family compatibility

• Married women are having a harder time 
with career/family compatibility than 
married men, and less satisfied in the 
workplace:

• consistently less likely to believe that 
career and family are compatible 

• consistently less likely to recommend 
workplace to others 

QUANTITATIVE FINDING

• Employees acknowledged that women had a harder time than 
men advancing their careers, and explicitly linked this challenge 
with work/family compatibility 

• Women had more family responsibilities and were not able to 
dedicate as much time to their careers as men.

• Only few respondents believed that these gender differences 
should be addressed; many believed these gender norms were 
“natural”.

QUALITATIVE FINDING
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Awareness and disillusion among potential female leaders?

• Women employees who are 
confident, and well informed about 
key decisions in the workplace, have 
negative perspectives about 
fairness of pay and fairness of 
promotions, compared to 
equivalent group of men.

• Appears to apply very strongly in 
higher-skilled professional 
sectors – while the opposite applies 
in lower-skilled manufacturing 
sectors where women predominate.

QUANTITATIVE FINDING

• “Natural” for some positions to be predominantly filled by men, and 
some others by women, as certain characteristics were seen to be 
inherent of each gender

• e.g. women as “meticulous”, “detailed”, “flexible”, “patient”, “not 
strong enough”; men as “less talkative”, more direct, problem 
solvers, better at highly technical work, physically stronger

• Despite the prevalence of gender stereotypes among respondents, 
only a few recognized that these could negatively affect employees, or 
stated that they should be addressed. 

 Policies that mandate equal opportunities for promotion in the firm 
may not be enough to achieve equal promotion outcomes?

QUALITATIVE FINDING



1. If 10% more staff agreed they are paid 
fairly, retention would increase by 3.6 pp

2. If 10% more staff agreed they get 
projects/assignments preparing them 
for leadership, retention would increase 
by 4.1 pp

3. Potentially significant impact on retention 
for female staff who agreed their company 
would provide support in the case of 
harassment

Perceptions Variables 
included in the model

How to support retention of women?

Significant Findings 
from IW Analysis of EDGE data

1. Fairness of compensation practices

2. Fairness of promotion practices

3. Working 41-60 hours per week

4. Access to assignments or projects preparing for a leadership role

5. Flexibility to balance work and personal life

6. Importance of facetime in the workplace (as opposed to flexible work) 

7. Gender equality as being important to the firm’s competitiveness

8. Women in the firm that the respondent looks up to 

9. Company support in the case of harassment

10. Overall satisfaction (recommend their firm to another)
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Thank you!



Philippine Business 
Coalition for Women 
Empowerment

Australasian Aid Conference
18 February 2020 | Canberra, Australia

JULIA ABAD
Executive Director



PBCWE was launched in 2017 through a partnership between the Philippine 
Women’s Economic Network (PhilWEN) and Investing in Women (IW), an 
initiative of the Australian government.



On Organisational 
Transformation

On Evidence-based 
Strategies

On Policy Implementation 
through Technical Support and 
Capacity Building 

What do we 
want to achieve?

1

2

3



Women are more likely to 

withdraw from 

the labor force 

in their peak childbearing 

age.
Source: PBCWE - MBC Women in the 

Philippine C-Suite Report 
and 2018 NEDA Study



Women have higher functional 
literacy rate as compared with 
Men.

Women have higher educational 
attainment.

More men in IT Industry 
(Workplace of the future)



Low labor force Participation (46.2% 
for Women vs 76.2% for Men).

More women work overseas workers 
and yet get paid less than men.

Men get occupations with higher 
salaries in more progressive 
industries.



WHEN WE DO NOT MAXIMIZE 
THE TALENTS AND SKILLS OF 
50% OF OUR POPULATION, 

WE LOSE



Closing the Gender Gap through
Public and Private Partnership

In February 2019, the Philippines’ 
Securities and Exchange 
Commission (SEC) released a 
Memorandum Circular* on 
Sustainability Reporting for 
Publicly-Listed Companies 
(PLCs).

SEC Memorandum Circular No. 4 Series of 2019



ORGANISATIONAL TRANSFORMATION AND EVIDENCE-BASED 
STRATEGIES TOWARDS INCREASED WGE



GENDER EQUALITY
GOOD FOR BUSINESS

GOOD FOR ALL INDUSTRIES
GOOD FOR THE ECONOMY



Thank you!



SM&S General Manager 
(Sustainable Manufacturing & Sourcing)

Sandi Witomo
IA // Gender Equality

PT Adis Dimension Footwear

Workplace 
Gender Equality 

W o r k p l a c e  G e n d e r  E q u a l i t y  a t  P T  A d i s



W o r k p l a c e  G e n d e r  E q u a l i t y  a t  P T  A d i s

Balaraja, Tangerang, Indonesia

Since 1989 // 30 Years

Working with 9027 employees

Produce 1.100.000 Pairs/Month

PT Adis Dimension 
Footwear
“Shoe Manufacturing”

IA // Gender Equality



2016 2016 // JOIN IBCWE

IA // Gender Equality

Powered by:

ADIS: One  of IBCWE's  
Founders

WOMEN EMPOWERMENT 
FORUM / /  Create  a  wor ld  

where  men  and  women are  
equa l ly  va lued  and  

respected in  a l l  aspects .
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EDGE 
CERTIFICATION
GENDER EQUALITY AWARDS 
BACKGROUND STORY:

• A world of equal opportunities
• A world where men and women are equally

valued and respected in all aspects of economic,
political, and social life.

• Adis's vision “To be a reputable and sustainable
company through investing in people and smart
factory”

• Adis's Anti Discrimination Policy
• Women Empowerment

EDGE Certification Mission Adis Mission

ALIGN

WHY EDGE Certification?

EDGE Certification is the leading global assessment 
methodologu and business certification standard for 

gender equality. EDGE Certification has been 
designed to help organizations not only create an 
optimal workplace for women and men, but also 

benefit form it. 

EDGE Certification stand for Economic Dividens for 
Gender Equality Certification and is distinguished 

by its rigor and focus on business impact. EDGE 
Certifiaction operates under the principle that “what 

gets measured gets done”.

EDGE Certification is currently working with 300 
certifications, in 50 countries, and 23 industries.

edge-cert.org  //  info@
edge-strategy.com

  //  Sw
itzerland

IA // Gender Equality



EDGE 
Certifica tion 
MOVE  LE VE L:
“S HO WC AS ING  
P R O G R E S S ”.

P T  A D I S  
C U R R E N T  
P O S I T I O N

OPPORTUNITY TO IMPROVE IN 
PT ADIS?

Career Accelerators

What's the Problem?

Indonesian's culture: Women tend 
to stay at home, taking care of the 

child, and etc.

WHAT'S GOOD IN 
PT ADIS?

WHAT WE GET:

1. Maximize Talent
2. Unleash The Potential 
of Employee

THE PERCENTAGE OF 
WOMEN IN MANAGERIAL 
LEVEL INCREASE     5%PRODUCT SECURITY GM

W A H Y U  K U S U M A
PRESIDENT DIRECTOR

M A R G A R E T  V I K T A
PRODUCT CREATIONS GM

Y O V I T A  T .  S A T Y A W A N

Equal Pay for Equal Work

Inclusive Workplace

Policies and Procedure

79 76 73
86

21 24 27
14

Junior Middle Upper Top

% Women and Men by 
Level of Responsibility: 

2016

Male Female
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60
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Junior Middle Upper Top

% Women and Men by 
Level of Responsibility: 

2019

Male Female



FACTORY'S BENEFIT FROM 
EDGE 
CERTIFICATION: 
1. Amplify the Brand
2. Dynamic Organization
3. Ready to Get The Potential Growth 
4. Sustainable Performance

Commitment from leadership
Create an inclusive workplace/inclusive culture
Empower women to pursue their dreams

#WorkplaceGenderEquality

1.
2.
3.

APPROACHING WORKPLACE 
GENDER EQUALITY
Towards WGE:
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