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Reporting questionnaire

Gender equality indicator 1: Gender composition of workforce

This indicator seeks information about the gender composition of relevant employers in a standardised format, to enable the
aggregation of data across and within indusfries. The aggregated data in your workplace profile assists relevant employers in
understanding the characteristics of their workforce, including in relation to occupational segregation, the position of women and
men in management within their industry or sactor, and patterns of potentially insecure employment.

NB. IMPORTANT:
* References to the Act mean the Workptace Gender Equality Act 2012,

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

« Data provided in this reporting guestionnaire covers the TOTAL reporting period from 1 April 2018 to 31 March
2018. (This differs from the workplace profile data which is taken at a point-in-time during the reporting period).

* Answers need to reflect ALL organisations covered in this report.
* If you select “NO, Insufficient resources/expertise” to any option, this may cover human or financial resources.,

1. Do you have formal policies andfor formal strategies in place that SPECIFICALLY SUPPORT GENDER EQUALITY
relating to the following? :

11 Recruitment

4 Yes (select all applicable answers)
Policy
[T Strategy
[ No (you may specify why ro formal policy or formal strategy is in place)
a Currently under development, please enter date this is due to be completed
1 Insufficient resources/expertise
[ Not a priority

1.2 Retention

Yes (select all applicable answers)
Palicy
[ Strategy
[ No (you may specify why no formal policy or formal strategy is in ptace)
[ Currently under development, please enter date this is due to be completed
[ insufficient resources/expertise
[ Not a priority

1.3 Performance management processes

& Yes (select all applicable answers)
Policy
{1 Strategy
[T No (you may specify why no formal policy or formal strategy fs in place)
[ Currently under development, piease enter date this is due to be completed
L] Insufficient resources/expertise
[ Not a priority

it Date subrnitted:
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1.4 Promotions

X Yes (select all applicable answers)
X Policy
(1 Strategy
[ No {you may specify why no formal policy or formal strategy is in place)
C] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
{1 Not a pricrity

1.5  Talent identification/fidentification of high potentials

& Yes (select all applicable answers)
X Policy
[ strategy
[ No (you may specify why no formal policy or formal strategy is in place)
1 Currently under development, please enter date this is due to be completed
L] Insufficient resources/expertise
[ Net a priority

1.6  Suecession planning

B Yes (select all applicable answers)
] Policy
Strategy
1 No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

1.7 Training and development

& Yes (select all applicable answers)
Policy
[ Strategy
O No (you may specify why no format policy or formal strategy is in place)
[l Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
1 Not a priority

1.8 Key performance indicators for managers relating to gender equality

[ Yes (select all applicable answers)
[ Pelicy
[ Strategy
No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be complefed
{1 Insufficient resources/expertise
[T Not a priority

1.9 Gender equality overall

Yes (select all applicable answers)
I Policy
[ Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
1 Currently under development, please enter date this is due to be completed
] Insufficient resources/expertise
[ Not a pricrity

Public report | www.wgea.gov.au 7
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110 How many employees were promoted during the reporting period against each category below?

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

Managers .‘ Non-managers
Female f Male ! Female Male
Permanent/ongoing full-time employees ’0 fo Jz ' 0
Permanentiongoing pait-time employees {0 0 0 0
F_ixed-term contract full-time employees }0 0 0 0
Fixed-term contract part-time employees #U 0 0 0
Casual employees lo 0 0 0

1.11  How many appointments in total {including the number of promotions above in Q1.10), were made to
manager and non-manager roles during the reporting period (based on WGEA-defined managers/non-
managers)?

IMPORTANT: promotions need to be added to these totals because they are considered infernal
appointments.

) Female | Male
Number of appointments made to MANAGER roles (including promotions) 0 0
Number of appointments made to NON-MANAGER roles {including promotions) 2 0]

112 How many employees resigned during the reporting period against each category below?

Managers Non-managers
Female ﬁ Maie Female Male
Permanentiengoing full-time employees 0 {0 & 4
Permanentiongoing part-time employees 0 }0 0 o
Fixed-term contract full-time employees 0 0 0 0
Fixed-term contract part-time employees 0 0 a 0
Casual employees 0 0 ]0 0

1.13  If your organisation would like to provide additional information relating to gender equality indicator 1,
please do so below,

Gender equality indicator 2: Gender composition of governing bodies

Gender composition of governing bodies is an indicafor of gender equality at the highest level of organisational lsadership and
decision-making. This gender equality indicator seeks information on the representation of women and men on governing bodies.
The term “governing body” in relation to a relevant employer is broad and depends on the nature of your organisation. It can mean
the board of directors, trustees, commitiee of management, council or other governing authority of the empioyer.

2, The organisation(s) you are reporting on will have a governing body. In the Act, governing body is defined as “the
board of directors, trustees, committee of management, council or other governing authority of the employer”. This
question relates to the highest governing body for your Austraiian entity, even if it is located overseas.

Public report | www.wgea.gov.au 8
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21 Please answer the following questions relating to each governing body covered in this report.

Note: If this report covers more than one organisation, the questions below will be repeated for each
organisation before proceeding to question 2.2.

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

2.1a.1 Organisation name?

Elanor Investors Limited

2.1b.1 How many Chairs on this governing body?

Female Male
Number 0 1

2.1¢.1 How many other members are on this governing body (excluding the Chair/s)?

Female Male
Number 0 ) 3

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

[ Yes
[ No (you may specify why a target has not been set)
Governing body/board has gender balance (e.g. 40% women/40% men/20% either)
| Cuirently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
] Do not have control over governing body/board appointments {provide details why):
1 Not a pricrity
Other (provide details):
The Group is strengly committed to making all selection decisions on the basis of merit and the setting of
specific objectives for the quantum of males/fernales at any level would potentially influence decision
making fo the detriment of the business

2.1g.1 Are you reporting on any other organisations in this report?

[ Yes
No

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

X Yes (select all applicable answers)
[ Poiicy
Sfrategy ’
[ No (you may specify why no formal selection policy or formal selsction strategy is in place)
L] In place for some governing bodies 1
O] Currently under development, please enter date this is due to be completed
[ Insufficient resourcas/expertise
] Do not have control over governing body appointments (provide details why)
] Not a pririty
L1 Other (provide details):

2.3 Does your organisation operate as a partnership structure (i.e. select NO if your organisation is an
“incorporated” entity - Pty Ltd, Ltd or Ing; or an “unincorporated” entity)?

Pubiic report | www.wgea.gov.au 9
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[d¥Yes
K No -

2.5  ifyour organisation would like to provide additional information relating to gender equality indicator 2,
please do so below.

Gender equality indicator 3: Equal remuneration between women and men

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

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

[ Yes (select all applicable answers)
Policy
[ Strategy
(] No {you may specify why no formal policy or formal strategy s in place)
O Currently undar development, please enter date this is due to be completed
[ Insufficient resources/expertise
(] Salaries set by awardsfindustrial or workplace agreements
(1 Non-award employees paid market rate
] Not a priority
[ Other {provide details):

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

L] Yes (provide details in question 3.2 below)
No {you may specify why pay equity objectives are not included in your formal policy or formal strategy)
[ Currently under development, please enter date this is due to be completed
{1 Salaries set by awards/industriaf or workplace agreements
L] Insufficient resources/expertise
[ 1 Non-award employees paid market rate
[ Not a priority
Other (provide details):
Remuneration decision process of employee is based on merit only and is not gender specific.

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

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

[ Within last 12 months

[ within last 1-2 years

L1 More than 2 years ago but less than 4 years ago

L1 Other (provide details):
X No {you may specify why you have not analysed your payroll for gender remuneration gaps)

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

O Insufficient resources/expertise

[ salaries for ALL employees (incfuding managers) are set by awards or industrial agreements AND there is no
room for discretion in pay changes (for example because pay increases occur only when thers is a change in tenure or
qualifications)

[ Salaries for SOME or ALL employees (including managers) are set by awards or industrial agreements and there
IS room for discretion in pay changes (bacause pay increases can occur with some discretion such as performance
assessments)

[ Non-award employees paid market rate

[ Not a priority

Other (provide details):

Remuneration of empioyees is decided on the basis of merit and is not gender specific.

Public report | www.wyea.gov.au 10
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4.2  If your organisation would like to provide additional information relating to gender equality indicator 3,
please do so below:

Gender equality indicator 4: Flexible working and support for employees
with family and caring responsibilities

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

5. A “PRIMARY CARER” is the member of a couple or a single carer, REGARDLESS OF GENDER, identified as having
greater responsibility for the day-to-day care of a child.

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

I{ Yes. (Please indicate how employer funded paid parental leave is provided to the primary carer):

[1 By paying the gap between the employee’s salary and the government’s paid parental ieave scheme

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

As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, we offer paid parental leave for primary carers that is available to women ONLY (e.g. matemity leave). (Please
indicate how employer funded paid parental leave is provided to women ONLY}):

O By paying the gap between the employee’s salary and the government’s paid parental leave scheme

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

[ As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, we offer paid parental leave for primary carers that is available to men ONLY. (Please indicate how empioyer funded
paid parental leave is provided to men ONLY):

(] By paying the gap between the employee’s salary and the government’s paid parental leave scheme

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

O As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, not available (you may specify why this leave is not provided)

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

[ Insufficient resources/expertise

[J Government scheme is sufficient

[ Not a priority

[ Other (pravide details):

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

12

5a. If your organisation would like to provide additional information on your paid parental leave for primary
carers e.g. eligibility period, where applicable the maximum number of weeks provided, and other
arrangements you may have in place, please do so below.

5.2  What proportion of your total werkforce has access to employer funded paid parental leave for PRIMARY
CARERS?
. In your calculation, you MUST INCLUDE CASUALS when werking out the proportion.

Public report | www.wgea.gov.au 1"
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[ <10%

[ 10-20%
[121-30%
[ 31-40%
[141-50%
[ 51-60%
[161-70%
O 71-80%
[[181-90%
91-99%
O 100%

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

[1 Adoption
[ Surrogacy
[ Stiilbirth

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

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

[1Yes
] No, we offer paid parental leave for SECONDARY CARERS that is available to men ONLY (e.g. paternity leave)
[] No, we offer paid parental leave for SECONDARY CARERS that is available to women ONLY
No (you may specify why employer funded paid parental leave for secondary carers is not paid)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
] Government scheme is sufficient
[ Not a priority
[] Other (provide details):

7. How many MANAGERS have taken parental leave during the reporting period {paid and/or unpaid)? Include
employees still on parental leave, regardless of when it commenced.

Primary carer's leave Secondary carer's leave
Female 1 Male Female Male
Managers !0 0 0 0

7.1 How many NON-MANAGERS have taken parental leave during the reporting period (paid and/or unpaid)?
Include employess still on parental leave, regardless of when it commenced.

Primary carer's leave Secondary carer's leave
Female Male Female Male
Non-managers ¢] 0 0 : 4]

8. How many MANAGERS, during the reporting period, ceased employment before returning to work from parental
leave, regardless of when the leave commenced?

. Include those where parental [eave was taken continuously with any other leave type. For example, where
annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including

resignations, redundancies and dismissals.

_ ] Female - Male
Managers |0 0

Public report | www.wgea.gov.au 12
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8.1 How many NON-MANAGERS, during the reporting period, ceased employment before returning to work from
parental leave, regardless of when the leave comimenced?

. Include those where parental leave was taken continuously with any other leave type. For example,
where annual leave or any other paid or unpaid leave is also taken at that time.

. ‘Ceased employment’ means anyons who has exited the organisation for whatever reason, including
resignations, redundancies and dismissals. .

Female Male
Non-managers 0 0

9. Do you have a formal policy andfor formal strategy on flexible working arrangements?

Yes (select all applicable answers)
I Poiicy
O Strategy
O No (you may specify why no formal policy or formal strategy is in place)
I Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
L] Don't offer flexible arrangements
[ Not a piiority
(7 Other {provide details):

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

(X Yes (select ail applicable answers)
Policy
[ Strategy
[T No (you may specify why no formal policy or formal strategy is in place)
L] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
O included in award/industrial or workplace agreement
[ Not a priority
[ Other (provide details):

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

[ ves
No (you may specify why non-leave based measures are not in place}
[ Currently under development, please enter date this is due to be compieted
[ Insufficient resources/expertise
] Not a prierity
[ Other (provide details):

12 Do you have a formal policy and/or formal strategy to support employees who are experiencing family or domestic
violence?

Yes (select all appiicable answers)
X Policy
[ Strategy
[ No (you may specify why no formal policy or formai strategy is in place)
L] Currently under development, please enter date this is due to be completed
(] Insufficient resources/expertise
[ Included in award/industrial or workplace agreements
[ Not aware of the need
[ Not a priority
[ Other (please provide details):

Public report | www.wgea.gov.au 13
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13. Other than a formal policy and/or formal strategy, do you have any support mechanisms in place to support
employees who are experiencing family or domestic violence?

Yes (select all applicable answers)
L] Employee assistance program (including access to a psychologist, chaplain or counseilor)
[ Training of key personnel
] A domestic violence clause is in an enterprise agreement or workplace agreement
[ Workplace safety planning
[] Access to paid domestic violence leave (contained in an enterprise/workplace agreement)
[] Access to unpaid domestic violence leave (contained in an enterprise/workplace agreement) \
[ Access to paid domestic violence leave (not contained in an enterprise/workplace agreement) |
[ Access to unpaid leave
{1 Confidentiality of matters disclosed
Referral of employess to appropriate domestic violence support services for expert advice
] Protection from any adverse action or discrimination based on the disclosure of domestic viclence
[ Flexible working arrangements
I Provision of financial support (e.g. advance bonus payment or advanced pay)
[ Offer change of office location
[J Emergency accommodation assistance
[ Access to medical services (e.g. doctor or nurse)
L] Other (provide details):
[1 No (you may specify why no other support mechanisms are in place)
L] Currently under development, please enter date this is due fo be completed
L] Insufficient resources/expertise
[1'Not aware of the need
[ Not a priority
(1 Other (provide details):

14, Where any of the following options are available in your workplace, are those option/s available to both women

AND men?

. flexible hours of work

. compressed working weeks
. time-in-lieu

. telecommuting

. part-time work

. job sharing

. carer’s leave

purchased leave

. unpaid leave.

Options may be offered both formally andfor informally.

For example, if time-in-lieu is available to women formally but to men informally, you would select NO.

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

14.1  Whigh options from the list below are available? Please tick the related checkboxes.

. Unticked checkboxes mean this option is NOT availabie to your em ployees.
Managers Non-managers
Formal Informal Formal | Informal

Flexible hours of work I O X | X

Compressed working weeks O [ ] [ ’
Time-in-lieu | X [l X
Telecommuting O P il X

Part-time work X | X L]

Job sharing | | ]

Carer's leave O %) [l

Purchased leave O O X

Unpaid leave = O X ; ]

Public report | www.wgea.gov.au 14
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14.3  You may specify why any of the above options are NOT availabie to your employees.

14.4

] Currently under development, plsase enter date this is due to be completed
O Insufficient resources/expertise

Not a priority

{1 Other {provide details):

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

Gender equality indicator 5: Consultation with employees on issues
concerning gender equality in the workplace

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

15.

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

(1 Yes

X No (you may specify why you have not consuited with employees on gender equality)

15.3

(] Not needed (provide details why):
[ Insufficient resources/expertise
(] Not a priority

[ Other {provide details):

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

Gender equality indicator 6: Sex-based harassment and discrimination

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

16.

Do you have a formal policy andfor formal strategy on sex-based harassment and discrimination prevention?

I Yes (select all applicable answers)

X Policy
[ strategy

O No (you may specify why no formal policy or formal strategy is in place)

16.1

[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise

[ Included in award/industrial or workplace agreement

] Net a priority

[[] Other (provide details);

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

Yes

Public report | www wgea.gov.au 15
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[] No (you may specify why a grievance process is not included)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[J Not & priority
[ Other (provide details):

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

[ Yes - please indicate how often this training is provided:
[] At induction
[ At least annually
[1 Every one-to-iwo yeéars
[1 Every three years or more
[] varies across business units
[ Other (provide details):
No (you may specify why this training is not provided)
{1 Currently under development, please enter date this is due to be completed
] msufficient resources/expertise
] Not a priority
[ Other (provide details):

17.1  If your organisation would Ifke to provide additional information refating to gender equality indicator 6,
please do so below:

Other

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

(As with all questions in this questionnaire, information you provide here will appear in your public report.)
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Gender composition proportions in your workplace

Important notes:

1. Propottions are based on the data contained in your workplace profile and reporting questionnaire.

2. Some proportion calculations will not display until you press Submit at step & on the reporting page in the portal. When your
CEO signs off the report prior to it being submitted, it is on the basis that the proportions will only reflect the data contained
in the report.

3. If any changes are made to your report after it has been submitted, the proportions calculations will be refreshed and reflect

the changes after you have pressed Re-submit at step 6 on the reporting page.

Based upon your workplace profile and reporting questionnaire responses:

Gender composition of workforce
1. the gender composition of your workforce overall is 37.5% females and 62.5% males.

Promotions
2. 100.0% of employees awarded promotions were women and 0.0% were men
i.  0.0% of all manager promotions were awarded to women
i. ~ 100.0% of all non-manager promotions were awarded to women.,

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

Resignations
4. 55.6% of employees who resigned were women and 44.4% were men
i 0.0% of all managers who resigned were women
ii. 55.6% of all non-managers who resigned were women.
5. 0.0% of your workforce was part-time and 0.0% of resignations were part-time employees.

Employees who ceased employment before returning to work from parental leave
i.  N/A-women who utilised parental leave ceased employment before returning to work
ii. ~ N/A-men who utilised parental leave ceased employment before returning to work
ii. N/A - managers who utilised parental leave and ceased employment before returning to work were women
iv. N/A - non-managers who utilised parental [eave and ceased employment befare returning to work were women.

CEO sign off confirmation

Name of CEO or equivalent: Confirmation CEO has signed the report:

CEQ signature: Date:

GLENN  wiLus 30(05'1\0\
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Workpk Date submitted:
Egenndgragcemality Unique report number; IspOzaw8h?2
end!

Y

Australinn Governmivnt

Organisation and contact details

Submitting organisation details  Legal name Featherdale Management Pty Limited
ABN 92163915008
R Arts and Recreation Services
ANZSIC 8922 Nature Reserves and Conservation Parks
Operation
Business/trading name/s Featherdale Wildlife Park

ASX code (if applicable)

Postal address PO Box 8011 Westpoaint Post Shop
BLACKTOWN NSW 2148
AUSTRALIA
Organisation phone number (02) 5239 8400
Reporting structure Ultimate parent Elanor Investors Limited

Number of employees covered by 172
this report

Public report | www.wgea.gov.au 2




.i%ﬂi ;?w ol _ Date submitted:
R 22 } K}{ / gg"ndﬁ, Eguariw Unique report number: Isp0zaw6b2
ency

Australlun Government

All organisations covered by this report

Legal name Businessi/trading name/s
Featherdale Management Pty Limited Featherdale Wildlife Park
Albany Hotel Management Pty Ltd Ibis Styles Albany
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Gender Equality

i '\'0 Warkplace Unigue report number: Isp0zawsb2
Agency

Reporting questionnaire

Gender equality indicator 1: Gender composition of workforce

This indicator seeks information about the gender compasition of refevant employers in a standardised format, to enable the
aggregation of data across and within industries. The aggregated data in your workplace profile assists relevant empioyers in
understanding the characteristics of their workforce, including in relation to occupational segregation, the position of women and
men in management within their industry or sector, and patterns of potentially insecure employment.

NB.

IMPORTANT:
* References to the Act mean the Workplace Gender Equality Act 2012,

» A formal ‘policy’ andfor ‘formal strategy’ in this questionnaire refers to formal policies and/or strategies that are
either standalone or contained within another formal policyfformal strategy.

+ Data provided in this reporting gquestionnaire covers the TOTAL reporting period from 1 April 2018 to 31 March
2019. (This differs from the workplace profile data which is taken at a point-in-time during the reporting period).

* Answers need to reflect ALL organisations covered in this report.
= If you select “NO, Insufficient resources/expertise” to any option, this may cover human or financial resources.

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

11 Recruitment

X1 Yes (select all applicable answers)
& Policy
[] Strategy
[ Ne {you may specify why no formal policy or formal strategy is in place)
[d Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

1.2 Retention

B Yes (select all applicable answers)
X Policy
[3 Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
[_] Currently under development, please enter date this is due fo be compieted
[ Insufficient resources/expertise
L] Not a priority

1.3 Performance management processes

Yes (select all applicable answers)
& Policy
[ Strategy
[ No (you may specify why no formal policy or formal strategy is in pface)
(O Currently under development, please enter date this is due to be completed
L Insufficient resources/expertise
{1 Not a priority

Public report | www.waea.gov.au
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14 Promotions

X Yes (select ali applicable answers)
2 Policy
[ Strategy
1 No {you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

1.5  Talent identification/identification of high potentials

Yes (select all applicable answers)
X Policy
[ strategy
[ No (you may specify why no formal policy or farmal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ tnsufficient resources/expertise
[] Not a priority

1.6  Succession planning

[ Yes (select all applicable answers)
[] Palicy
[ Strategy
No (you may specify why no formal policy or formal strategy is in place)
L1 Currently under development, please enter date this is due to be completed
[ Insufficient resourcesfexpertise
[ Not a priority

1.7 Training and development

X Yes (select all applicable answers)
X Policy
[ Strategy
[ No {you may specify why na formal policy or formal strategy is in place}
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

1.8 Key performance indicators for managers relating to gender equality

[ Yes (select all applicable answers)
[ Policy
[ Strategy
Ne (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
1 Not a priority

1.8 Gender equality overall

[ Yes (select all applicable answers)
[ Policy
[ Strategy
X No (you may specify why no formal policy or formal strategy is in place)
(] Currently under development, please enter date this is due to be completed
U Insufficient resources/expertise
[ Not a priority

Public report | www.wgea.gov.au 8
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1.10 How many empioyees were promoted during the reporting period against each category below?

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

Managers Non-managers
Female Male Female Male
Permanent/ongoing fuli-time employees 0 0 0 0
Permanent/ongoing part-time employees 0 0 0 0
Fixed-term contract full-time employees 0 0 0 0
Fixed-term contract part-time employees 0 0] 0 0
Casual employees o] 0 3 |2

111 How many appointments in total (including the number of promotions above in Q1.1 0), were made to
manager and non-manager roles during the reporting period (based on WGEA-defined managers/non-
managers)?

IMPORTANT: promotions need to be added to these totals because they are considered internal
appointments.

Female | Male
Number of appointments made to MANAGER roles (inciuding promotions) 0 0
Nurnber of appointments made to NON-MANAGER roles (including promotions) 3 2

112  How many employees resigned during the reporting period against each catégory below?

Managers Non-managers
Female Male Female Maie
Permanent/ongeing full-time employees 1 1 5 2
Permanent/ongaing part-time employees o} 0 0 0
Fixed-term contract full-time employees 0 0 0 0
Fixed-term contract part-time employees 0 0 0 0 :
Casual employees 0 0 ol 0 :

1.13  If your organisation would like to provide additional information relating to gender equality indicator 1,
please do so below.

Gender equality indicator 2: Gender composition of governing bodies

Gender composition of governing bodies is an indicator of gender equality at the highest level of organisational leadership and
decision-making. This gender equality indicator seeks information on the representation of women and men on governing badies.
The term “governing body” in relation to a relevant employer is broad and depends on the nature of your organisation. It can mean
the board of directors, trustees, committee of management, council or other governing authority of the employer.

2. The organisation(s) you are reporting on will have a governing body. In the Act, governing body is defined as “the
board of directors, trustees, committee of management, council or other governing authority of the employer”. This
question relates to the highest governing body for your Australian entity, even if it is located overseas.

Public report | www.woea.gov.au 9
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21 Please answer the following questions relating to each governing body covered in this report.

Note: If this report covers more than one organisation, the questions below will be repeated for each
organisation before proceeding to question 2.2.

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

2.1a.1 Organisation name?

Featherdale Wildlife Park Pty Limited
Albany Hotel Management Pty Limited

2.1b.1 How many Chairs on this governing body?

Female Male

Nurmber o 0

2.1¢.1 How many other members are on this governing body (excluding the Chair/s)?

Female Male

Number 0 0

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

[ Yes

X No (you may specify why a target has not been set)
L] Governing body/board has gender balance {e.g. 40% women/40% men/20% either)
L] Currently under development, please enter date this is due to he completed
[ Insufficient resources/expertise
L] Do not have contro! over governing body/board appeintments (provide details why):
[ Not a priority
[ Other (provide details):

2.1g.1 Are you reporting on any other organisations in this report?

[J Yes
X No

; Workol Date submitted:
A ) G&dgf&?uamy Unigue report number: Isp0zaw6b2
| er

2.2 Do you have a formal selection policy and/or formal selection strategy for governing body members for ALL

organisations covered in this report?

R Yes (select all applicable answers)
[ Policy
X Strategy
O No (you may specify why no formal selection palicy or formal selection strategy is in place)
] In place for some governing bodies
L] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
L] Do not have control over governing body appointments (provide details why)
[_] Not a priority
[ Other (provide details):

23  Does your organisation operate as a partnership structure {i.e. select NO if your organisation is an
“incorporated” entity - Pty Ltd, Ltd or Inc; or an “unincorporated” entity)?

[ Yes

Public report | www.wgea.gov.au
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X No

25 If your organisation would like to provide additional information relating to gender equality indicator 2,
please do so below.

Gender equality indicator 3: Equal remuneration between women and men

Equal remuneration between women and men is a key component of improving women’s economic security and progressing
gender equality.

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

[ Yes (select all applicable answers)
X Policy
[ strategy
[ No (you may specify why no formal policy or formal strategy is in place)
O Currently under development, please enter date this is due to be completed
7 Insufficient resources/expertise
L] Salaries set by awardsfindustriai or workplace agreements
1 Non-award employees paid market rate
L1 Not a priority
{1 Other (provide details):

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

[ Yes (provide details in question 3.2 below)
X No (you may specify why pay equity objectives are not included in your formal policy or formal strategy)
M Currently under development, please enter date this is due to be completed
[] Salaries set by awards/industrial or workplace agreements
[ Insufficient resources/expertise
[ Non-award employees paid market rate
1 Not a priority
(X2 Other (provide details);
Remuneration process of employee is based on merit only.

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

conducted a gender pay gap analysis)?

[ Yes - the most recent gender remuneration gap analysis was undertaken:
I Within last 12 months
[ within last 1-2 years
L] More than 2 years ago but less than 4 years ago
[ ] Other (provide details):
B No (you may specify why you have not analysed your payroll for gender remuneration gaps)
L] Currentiy under development, please enter date this is due to be completed
L1 insufficient resources/expertise

{1 Salaries for ALL employees (including managers) are set by awards or industrial agreements AND there is no
room for discretion in pay changes (for example because pay increases ocour only when there is a change in tenure or

qualifications)

[ Sataries for SOME or ALL employees (including managers) are set by awards or industrial agreements and thera

I8 room for discretion in pay changes (because pay increases can occur with some discretion such as performance
assessments)

[ Non-award employees paid market rate

[ Not a priority

[] Other (provide details):

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

Gender equality indicator 4: Flexible working and support for employees
with family and caring responsibilities

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

5. A “PRIMARY CARER" is the member of a couple or a single carer, REGARDLESS OF GENDER, identified as having
greater responsibility for the day-to-day care of a child,

De you provide EMPLOYER FUNDED paid parental leave for PRIMARY CARERS that is available for women AND
men, in addition to any government funded parental leave scheme for primary carers?

[ Yes. (Please indicate how employer funded paid parental leave is provided to the primary carer):

[ By paying the gap between the employee’s salary and the government's paid parental leave scheme

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

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

L] By paying the gap between the employee’s salary and the government's paid parental leave scheme

[ By paying the employee’s full salary {in addition to the govemment's paid scheme), regardless of the period of
time over which it is paid. For example, full pay for 12 weeks or haif pay for 24 weeks

X As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, we offer paid parental leave for primary carers that is available to men ONLY. (Please indicate how employer funded
paid parental leave is provided to men ONLY):

[ ] By paying the gap between the employee’s salary and the government's paid parental leave scheme

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

[J As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ Na, not available (you may specify why this leave is not provided)

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

O Insufficient resources/expertise

[] Government scheme is sufficient

] Not a priority

[ Other (provide details):

5.1.1 How many weeks of EMPLOYER FUNDED paid parental leave is provided for PRIMARY CARERS that is
available for WOMEN ONLY (e.g. maternity leave)? If different amounts of leave are provided (e.g. based on
length of service) enter the MINIMUM number of weeks provided to eligible employees:

0

5a. If your organisation would like to provide additional information on your paid parental leave for primary
carers e.g. eligibility period, where applicable the maximum number of weeks provided, and other
arrangements you may have in place, please do so below.

5.2.1 What proportion of your total workforce has access to em ployer funded paid parental leave for PRIMARY
CARERS that Is available for WOMEN ONLY?
. In your calculation, you MUST INCLUDE CASUALS when working out the proportion.

1 <10%

Public report | www.wgea.gov.au 12
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] 10-20%
[ 21-30%
L] 31-40%
] 41-50%
[ 51-60%
] 61-70%
O 71-80%
[ 81-90%
] 91-99%
& 100%

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

[1 Adoption
[] Surrogacy
[ stillbirth

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

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

[ Yes
[ No, we offer paid parental leave for SECONDARY CARERS that is availabie to men ONLY (e.g. paternity leave)
L] No, we offer paid parental leave for SECONDARY CARERS that is available to women ONLY
No {you may specify why employer funded paid parental leave for secondary carers is not paid)
[ Currently under development, please enter date this is due to be completed
L] Insufficient resources/expertise ‘
L1 Government scheme is sufficient
] Not a priority
[] Other (provide details):

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

Primary carer's leave Secondary carer's leave
Female Male Fernale Male
Managers 0 0 0] 0

71 How many NON-MANAGERS have taken parental leave during the reporting peried (paid and/or unpaid)?
Include employees still on parental leave, regardless of when it commenced.

Primary carer's leave Secondary carer's leave
Female Male Female Male
Non-managers 1 0 1] 0
8. How many MANAGERS, during the reporting period, ceased employment before returning to work from parental
leave, regardless of when the leave commenced? :
. include those where parental leave was taken continuously with any other leave type. For example, where
annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including
resignations, redundancies and dismissals.
Female Maie
Managers a 0

Public report | www.wgea.gov.au 13
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81 How many NON-MANAGERS, during the reporting period, ceased employment before returning to work from
parental leave, regardless of when the leave commenced?

. Include those where parental leave was taken continuously with any other leave type. For example,
where annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment' means anyone who has exited the organisation for whatever reason, including

resignations, redundancies and dismissals.

Femaie Male

Non-managers 0 0

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

[ Yes (select all applicable answers)
[ Policy
[ Strategy
&< No (you may specify why no formal policy or formal strategy is in place)
1 Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
] Don't offer flexible arrangements
[T Not a priority
[] Other (provide details);

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

A Yes (select all applicable answers)
Policy
[ Strategy :
{7 No (you may specify why no formal policy or formal strategy is in place)
[T Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
O Included in award/industrial or workplace agreement
L] Not a priority
[ Other (provide details):

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

O Yes
No (you may specify why non-ieave based measures are not in place)
[] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priarity
(] Other (provide details):

Do you have a formal policy andfor formal strategy to support employees who are experiencing family or domestic
violence?

Yes (select all applicable answers)
& Palicy
[ Strategy
[ No {you may specify why no formal policy or formal strategy is in place)
- [ Currently under development, pisasa enter date this is due to be compieted
[ insufficient resources/expertise
[ Included in award/industriai or workplace agreements
[] Not aware of the need
[[] Not a priority
(] Other (please provide details):

Public report | www.wgea.gov.au 14
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13. Other than a formal policy and/or formal strategy, do you have any support mechanisms in place to support
employees who are experiencing family or domestic violence?

X Yes (select all applicable answers)

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

[ Training of key personnel

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

] Workplace safety planning

] Access to paid domestic viclence leave (contained in an enterprise/workplace agreement)

L] Access to unpaid domestic violence ieave {contained in an enterprise/workplace agreement)
L[] Access to paid domestic violence leave {not contained in an enferprise/workplace agreement)
[] Access to unpaid leave

L] Confidentiality of matters disclosed

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

L] Protection from any adverse action or discrimination based on the disclosure of domestic violence
I Fiexible working arrangements

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

[ Offer change of office location

[] Emergency accommodation assistance

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

[ Other (provide details):

I Ne (you may specify why no other support mechanisms are in place)

L1 Currently under development, please enter date this is due to be completed
O Insufficient resources/expertise

[ Not aware of the need

[ Net a priority

[0 Other (provide details):

14. Where any of the following options are available in your workplace, are those option/s available to both women
AND men?

flexible hours of work
compressed working weeks
time-in-lieu

telecommuting

part-time work

Jjob sharing

carer's leave

purchased leave

unpaid leave.

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

X Yes, the option/s in place are availabie to both women and men.
[ No, scmefall options are not available to both women AND men.

14.1

Which options from the list below are available? Please tick the related checkboxes.

. Unticked checkboxes mean this option is NOT available to your empioyees.
Managers Nen-managers
" Formal Informal Formal Informal

Flexible hours of work [ O 4 Ll
Compressed working weeks [ K X X
Time-in-lisu %} O 1
Telecommuting 4 [ X
Part-time work X O X O
Job sharing | ] ] Cl
Carer's leave I O X Ll
Purchased leave O O O O
Unpaid leave & O %4 0

Public report | www.wgea.gov.au 15
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14.3  You may specify why any of the above options are NOT available {o your employees,

[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise

I Not a priority

1 Other (provide details):

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

Gender equality indicator 5: Consultation with employees on issues
concerning gender equality in the workplace

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

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

] Yes ‘
No (you may specify why you have not consulted with employees on gender eguality)
L] Not needed (provide details why):
[ Insufficient resourcesfexpertise
] Not a priority
[0 Other (provide details):

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

Gender equality indicator 6: Sex-based harassment and discrimination

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

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

X Yes (select all applicable answers)
X Policy
[ Strategy
[ No {you may specify why no formal policy or formai strategy is in place)
] Currently under developmant, please enter date this is due to be completed
[ insufficient resources/expartise
L] Included in award/industrial or workplace agreement
1 Nt a priority
[ Other (provide details);

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

X Yes
[ No (you may specify why a grievance process is not included)

Public report | www.wgea.gov.au
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(] Currently under development, please enter date this is due to be complated
[ Insufficient resources/expertise

[] Not a priority

[ Other (pravide details):

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

[ Yes - picase indicate how often this training is provided:
[ At induction
[ At least annually
L Every one-to-two years
[ Every three years or more
] Varies across business units
[ Other (provide details):
[X] No (you may specify why this training is not provided)
7] Currently under development, please enter date this is due to be completed
[] Insufficient resources/expertise
] Not a priority
[ Cther (provide details):

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

Other

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

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

Pubiic report | www.wgea.gov.au . : 17
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Gender composition proportions in your workplace

Important notes:

1. Proportions are based on the data contained in your workplace profile and reporting questionnaire.

2. Some proportion calculations will not display until you press Submit at step 6 on the reporting page in the portal. When your
CEO signs off the report prior to it being submitted, it is on the basis that the proportions will only reflect the data contained
in the report.

3 Ifany changes are made to your report after it has been subrmitted, the proportions calculations wiil be refreshed and reflect

the changes after you have pressed Re-submit at step 6 on the reporting page.

Based upon your workplace profile and reporting questionnaire responses:

Gender composition of workforce
1. the gender composition of your workforce overall is 69.8% females and 30.2% males.

Promotions
2. 60.0% of employees awarded promotions were women and 40.0% were men
i.  0.0% of all manager promotions were awarded to women
ii. 60.0% of all non-manager promofions were awarded to women.

3. 3.5% of your workforce was part-time and 0.0% of promotions were awarded to part-time employees,

Resignations
4. 86.7% of employees who resigned were women and 33.3% were men
i 50.0% of all managers who resigned were women
ii. 71.4% of all non-managers who resigned were women,
5. 3.5% of your workforce was part-time and 0.0% of resignations were part-time employees.

Employees who ceased empioyment before returning to work from parental leave
i.  0.0% of all women who utilised parental ieave ceased employment before returning to work
i.  N/A-men who utilised parental leave ceased employment before returning to work
iii. ~N/A - managers who utilised parental leave and ceased employment before returning to work were women
iv.  N/A - non-managers who utilised parental leave and ceased employment before returning to work were women.

CEO sign off confirmation

Name of CEO or equivalent; Confirmation CEQ has signed the report:

ZCEO signature: Date:

GUENN  dieuis %0'09 )\0\

Public report | www.wyea.gov.au 18




. i
ot |

& = ‘ Workplace
E 3 ! Y} Gender Equality
| Agen

Australian Guvernment Cy

Public report

2018-19
Submitted by

Legal Name:
JCF Management Pty Limited




e :
R ! Workplace
Fale k vieender Equality
Austvullon Gevernment | Agency

Organisation and contact details

Date submitted:
Unigue report number: 4ot2iladxg

Submitting organisation detalls ~ Legal name JCF Management Pty Limited
ABN 91155119645
il Trad
ANZSIC G Retail Trade

4211 Furniture Retailing

Business/trading namefs

John Cootes Fumiture

ASX code (if applicable)

Postal address

258 Woodville Road.
MERRYLANDS NSW 2160
AUSTRALIA

Organisation phone number

02 9681 1190

Reporting structure Ultimate parent

Elanor Investors Limited

Number of employees covered by
this report

1

Public report | www.wgea.gov.au
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Reporting questionnaire

Gender equality indicator 1: Gender composition of workforce

This indicator seeks information about the gender composition of relevant employers in a standardised format, to enabie the
aggregation of data across and within industries. The aggregated data in your workplace profile assists refevant employers in
understanding the characteristics of their workforce, including in relation to occupational segregation, the position of women and
men in management within their industry or sector, and patterns of patentially insecure employment.

NB. IMPORTANT:
* References to the Act mean the Workplace Gender Equality Act 2012,

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

* Data provided in this reporting questionnaire covers the TOTAL reporting period from 1 April 2018 to 31 March
2019. (This differs from the workplace profile data which is taken at a point-in-time during the reporting period).

= Answers need to reflect ALL organisations covered in this report.
* If you select “NQ, Insufficient resources/expertise” to any option, this may cover human or financial resources.

1. Do you have formal policies andfor formal strategies in place that SPECIFICALLY SUPPORT GENDER EQUALITY
relating to the following?

11 Recruitment

(X Yes (select all applicable answers)
™ Policy
[ strategy
1 No {yeu may specify why no formal policy or formal strategy is in place)
L] Currently under deveiopment, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority ‘

1.2 Retention

&I Yes (select all applicable answers)
& Policy
[ Strategy
1 No (you may specify why no formal policy or formal strategy is in place)
1 Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[J Mot a priority

1.3 Performance management processes

I Yes (selact all applicable answers)
K Policy
[ Strategy
[1 No (you may specify why no formal policy or formal strategy is in place)
[J Currently under development, please enter date this is due fo be completed
[ Insufficient resources/expertise
[ Not a priority

Public report | www.wgea.gov.au 8
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1.5

1.6

1.7

18

1.9
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Promotions

B Yes (select all applicable answers)
X Policy
[] strategy
] No (you may specify why no formal policy or formal strategy is in place)
L] Currently under development, please enter date this is due to be completed
LT Insufficient resources/expertise
L] Not a priority

Talent identification/identification of high potentials

Yes (select alf applicable answers)
X Policy
[ Strategy
1 No (you may specify why no formal policy or formal strategy is in place)
1 Currently under development, please enter date this is due to be completed
(1 Insufficient resources/expertise
[ Not a priority

Succession planning

L Yes (select ail applicable answers)
[ Palicy
[ Strategy
No (you may specify why no formal policy or formal strategy is in place)
L] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a pricrity

Training and development

& Yes (select all applicable answers)
I Policy
[ Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
(] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a pricrity

Key performance indicators for managers relating to gender equality

Yes (select all applicable answers)
Policy
[] Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
(] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

Gender equality overall

Yes (select all applicable answers)
I Policy
(] Strategy
(O No (you may specify why no formal policy or formal strategy is in place)
L] Currently under development, piease enter date this is due to be completed
L1 Insufficient resourcesiexpertise
[] Not a priority

Public report | www.wgea.gov.au
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118 How many employees were promoted during the reporting period against each category below?

IMPORTANT: Because promotions are included in the number of appointments in G1.11, the number of
promotions should never exceed appointments.

Managers | Non-managers
Female | Male Female Male
Permanent/ongoing full-time employees 0 0 0 0
Permanent/ongoing part-time employses 0 ] 0 0
Fixed-term contract full-time employees 0 0 0 0
Fixed-term contract part-time employees 0 0 o o -
Casual employees 0 0 0 G

1.11  How many appointments in total (including the number of promotions above In Q1 .10}, were made to
manager and non-manager roles during the reporting period (hased on WGEA-defined managers/non-
managers)?

IMPORTANT: promotions need to be added to these totals because they are considered internal
appointments.

Female | Male _
Number of appointments made to MANAGER roles (including promotions) ol 0
Number of appointments made to NON-MANAGER roles (including promotions) ¢ 0

112 How many employees resigned during the reporting period against each category below?

Managers Non-managers
Fermale Male Fernale Male )
Permanent/ongoing fuil-time employees 0 0 0 ¢
Permanent/ongoing part-ime employees 0 0 0 0
Fixed-term contract full-time employees 0 0 0 0
Fixed-term contract part-time employees 0 0 0 0
Casual employees o 0 0 0

1.13  [f your organisation would like to provide additional information relating to gender equality indicator 1,
please do so below.

Gender equality indicator 2: Gender composition of governing bodies

Gender composition of governing bodies is an indicator of gender equality at the highest leve! of organisational leadership and
decision-making. This gender equality indicator seeks information on the representation of women and men on governing bodies.
The term "governing body” in relation to a relevant employer is broad and depends on the nature of your organisation. It can mean
the board of directors, frustees, committee of managernent, council or other governing authority of the employer.

2. The organisation(s) you are reporting oh will have a governing body. In the Act, governing body is defined as “the
board of directors, trustees, committee of management, council or other governing authority of the employer”. This
question relates to the highest governing body for your Australian entity, even if it is located overseas.

Public report | www.wgea.gov.au 8
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21 Please answer the following questions relating to each governing body covered in this report.

Note: If this report covers more than one organisation, the questions below will be repeated for each
organisation before proceeding to question 2.2,

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

2.1a.1 Organisation name?

John Cootes Furniture

2.1b.1 How many Chairs on this governing body?

! Female | Male
|
i

Number 0 IO

2.1¢.1 How many other members are on this governing body (excluding the Chair/s)?

I - Female Male

]
[
Number ] !_0 f_O

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

[ Yes
No (you may specify why a target has not been set)
] Governing body/board has gender balance (e.g. 40% women/40% men/20% either)
L] Currently under development, please enter date this is due fo be completed
L] Insufficient resources/expertise
[ Do not have control over governing body/board appointments {provide details why):
[ Not & priarity '
(X Other (provide details):
Company is closed in Feb 19

2.1g.1 Are you reporting on any other organisaticns in this report?

[ Yes
No

22 Do you have a formal selection policy andfor formal selection strategy for governing body members for ALL
organisations covered in this report?

Yes (select ali applicable answers)
Policy
{1 Strategy
O No (you may specify why no formal selection policy or formal selection strategy is in place)
In place for some governing bodies
L1 Currently under development, please enter date this is due to be completed
L Insufficient resources/expertise
[ De not have control over governing body appointments (provide details why)
"] Not a priority
O Other (provide details):

2.3  Does your arganisation operate as a partnership structure {i.e. select NO if your organisation is an
“incarporated” entity - Pty L.td, Ltd or Inc; or an “unincorporated” entity)?

[ Yes

Public report | www.wgea.gov.au 9
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X No

2.5  If your organisation would like to provide additional information relating to gender equality indicator 2,
please do so below.

Gender equality indicator 3: Equal remuneration between women and men

Equal remuneration between women and men is a key component of improving women’s economic security and progressing
gender equality.

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

(X Yes (select all applicable answers)
I Policy
[1 Strategy
[] No (you may specify why no formal policy or formal strategy is in place)
(1 Currently under development, please enter date this is due to be completed
L] Insufficient resources/expertise
[] Salaries set by awards/industrial or workplace agreements
[ Non-award employees paid market rate
[C] Not a priority
[ Other (provide details):

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

1 Yes (provide details in question 3.2 below) :
No (you may specify why pay equity objectives are not included in your formal policy or formal strategy)
LJ Currently under development, please enter date this is due to be completed
(] Salaries set by awards/industrial or workplace agreements
[ Insufficient resources/expertise
[ Non-award employees paid market rate
Tl Not a priority
Other (provide details):
Remuneration process is on the basis of merit only and is not gender specific.

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

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

LI Within last 12 months

L within last 1-2 years

[ More than 2 years ago but less than 4 years ago

(] Other {provide details):
No (you may specify why you have not analysed your payroll for gender remuneration gaps)

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

L] Insufficient resourcesfexpertise

[] Salaries for ALL employees (including managers) are set by awards or industrial agreements AND there is no
room for discretion in pay changes (for example because pay increases occur only when there is a change in tenure or
qualifications)

[ Salaries for SOME or ALL employees (including managers) are set by awards or industrial agreements and there
IS room for discrefion in pay changes (because pay increases can occur with some discretion such as performance
assessments)

[L] Non-award employees paid market rate

L Not a pricrity

{1 Other (provide details):

Public report | www.wgea.gov.au 10
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4.2 If your erganisation would like to provide additional information relating to gender equality indicator 3,
please do so below:

Gender equality indicator 4: Flexible working and support for employees
with family and caring responsibilities

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

5. A "PRIMARY CARER” is the member of a couple or a single carer, REGARDLESS OF GENDER, identified as having
greater responsibility for the day-to-day care of a child,

Do you provide EMPLOYER FUNDED pafd parental leave for PRIMARY CARERS that is availabte for women AND
men, in addition to any government funded parentai leave scheme for primary carers?

[ Yes. (Please indicate how employer funded paid parental leave is provided to the primary carer):

[1 By paying the gap between the employee’s salary and the government's paid parental leave scheme

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

[d As a fump sum payment {paid pre- or post- parental leave, or a combination)
T No, we offer paid parental leave for primary carers that is available to women ONLY (e.g. maternity leave). (Please
indicate how employer funded paid parental leave is provided to women ONLYY:

By paying the gap between the employee’s salary and the government's paid parental ieave scheme

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

[ As a tump sum payment (paid pre- or post- parental leave, or a combination)
1 No, we offer paid parental leave for primary carers that is available to men ONLY. (Ptease indicate how employer funded
paid parental l=ave is provided to men ONLY):

I8y paying the gap between the employee’s salary and the govemment's paid parental leave scheme

By paying the employee’s full salary (in addition to the government's paid scheme), regardless of the period of

time over which it is paid. For exampig, full pay for 12 weeks or half pay for 24 weeks

[1 As a lump sum payment (paid pre- or post- parental leave, or a combination)
No, not available (you may specify why this leave is not provided)

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

L] Insufficient resources/expertise

[ Govemnment scheme is sufficient

[ Not a prierity

[ Other (provide details):

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

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

O Yes
] No, we offer paid parental leave for SECONDARY CARERS that is available to men ONLY (e.g. paternity leave)
[ No, we offer paid parental leave for SECONDARY CARERS that is available to women ONLY
X No (you may specify why employer funded paid parental leave for secondary carers is rot paid)
] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
L] Government scheme is sufficient
1 Not a priority
{1 Other (provide details):

7. How many MANAGERS have taken parental leave during the reporting period {paid andfor unpaid)? Include
employees still on parental leave, regardless of when it commenced.

Public report | www.wgea.gov.au 11
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Primary carer's leave Secondary carer's leave
Female f Male | Female [ Male
Managers | i f |

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

Primary carer's leave Secondary carer's leave
T

Female % Male Female ; Male

|
Non-managers i‘

8. How many MANAGERS, during the reporting period, ceased employment before returning to work from parental
leave, regardless of when the leave commenced?

. Inciude those where parental lsave was taken continuously with any other leave type. For example, where
annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including

resignations, redundancies and dismissals.

| Female : ] Male
Managers [ . ‘ J

8.1 How many NON-MANAGERS, during the reporting period, ceased employment before returning to work from
parental leave, regardless of when the leave commenced?

. Include those where parentai leave was taken continuously with any other leave type. For example,
where annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including

resignations, redundancies and dismissals.

I Female

Non-managers J

Male

9. Do you have a formal policy andfor formal strategy on flexibie working arrangements?

Yes (select all applicable answers)
X Policy
[ Strategy
[ No (you may specify why no formal policy or formai strategy is in place)
L] Currently under development, please enter date this is due to be completed
L1 Insufficient resources/expertise
L] bon't offer flexible arrangements
L] Not a priority
[ Other (provide details):

10. Do you have a formal policy andfor formal strategy to support employees with family or caring responsibilities?

[ Yes {seiect all applicable answers)
LT Poiicy
[ strategy
X No (you may specify why no formal policy or formal strategy is in place)
L1 Currently under development, please enter date this is due to be completed
L] insufficient resources/expertise
[ Included in award/industrial or workplace agreement
[ Not a pricrity
[ Other (provide details):

Public report | wWww.wgea.gov.au 12
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Do you offer any other support mechanisms, other than leave, for employees with family or caring responsibilities
(eg, employer-subsidised childcare, breastfeeding facilities)?

[ Yes
& No (you may specify why non-leave based measures are not in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority
[ Other (provide details):

Do you have a formal policy andfor formal strategy to support employees who are experiencing family or domestic
violence?

Yes (select all applicable answers)
Policy
[ Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
L] Currently under development, please enter date this is dus to be completed
L] Insufficient resources/expertise
[ Included in awardfindustrial or workplace agreements
L] Not aware of the need
[l Not a priority
[0 Cther (please provide details):

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

Yes (select all applicable answers)
] Employee assistance program {including access to a psychologist, chaplain or counsellor)
[ Training of key personnel
[ A domestic violence clause is in an enterprise agreement or workplace agreement
[ Workplace safety planning
[ Access to paid domestic violence leave (contained in an enterprise/workplace agreement)
[ Access to unpaid domestic violence ieave {contained in an enterprise/workplace agreement)
[ Access to paid domestic violence leave {nat contained in an enterprise/workplace agreement)
[1 Access to unpaid leave
[ Confidentiality of matters disciosed
Referral of employees to appropriate domestic violence support services for expert advice
[] Protection from any adverse action or discrimination based on the disclosure of domestic violence
L1 Flexible working amrangements .
O Provision of financial support (e.g. advance bonus payment or advanced pay)
[J Offer change of office location
] Emergency accommodation assistance
[] Access to medical services (e.g. doctor or nurse)
[ 1 Other (provide details):
[ No (you may specify why no other support mechanisms are in place)
[ Currently under development, please enter date this is due to be completed
O Insufficient resources/expertise
[ Not aware of the need
] Not a priority
{1 Other {provide details):

Where any of the following options are avaiiable in your workplace, are those option/s available to both women
AND men?

. flexible hours of work

compressed working weeks

time-in-lieu

telecommuting

part-time work

Jjob sharing

carer’'s leave

purchased leave

Public report | www.wgea.gov.au 13
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. unpaid leave.
Options may be offered both formaily andfor informally.
For example, if time-in-lieu is available to women formally but to men informally, you would select NO.

X Yes, the aption/s in place are availabie to both womean and men.
"1 No, somefall options are not available to both women AND men.

14.1  Which options from the list below are avaliable? Please tick the related checkboxes.

Carer's leave
Purchased leave

. Unticked checkboxes mean this option is NOT available to your employees.
Managers Non-managers
Formal Informal Formal Informal

Flexible hours of work N O O L]
Compressed working weeks O | O O
Time-in-lieu O O O [l
Telecommuting O O [l OJ
Part-time work O O [l ]
Job sharing a ] ] Ol

) O O 0

O O 0l O

O 0 0 O

Unpaid leave

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

O Currentiy under development, please enter date this is due to be completed
[ Insufficient resources/expertise

Not a priority

[ Other (provide details):

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

Gender equality indicator 5: Consultation with employees on issues
concerning gender equality in the workplace

This gender equality indicator seeks information on what consultation occurs between employers and employees on issues
concermning gender equality in the workplace.

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

[ Yes
X No (you may specify why you have not consulted with employees on gender equality)
L] Not needed {provide details why):
[ Insufficient resources/expertise
L] Not a priority
LT Other (provide details):

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

' orke Date submitted:
Q Gender Equality Unique report number: 4ot2itadxq
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Gender equality indicator 6: Sex-based harassment and discrimination

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

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

X Yes (select ail applicabie answers)
Folicy
O Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
L] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Included in award/industrial or workplace agreement
L] Not a pricrity
[ Other (provide details):

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

Yes
(I No {you may specify why a grievance progess is not included)
Currently under development, please enter date this is due to be completed
O Insufficient resources/expertise
] Not a priority
L] Gther (provide details):

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

[T Yes - please indicate how often this training is provided:
(O Atinduction
[ At least annually
[ Every one-to-two years
L] Every three years or more
{1 Varies across business units
[ Other (provide details):
No (you may specify why this training is not provided)
{1 Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priarity
3 Other (provide details):

17.1  If your organisation would like to provide additicnal informatijon relating to gender equality indicator 6,
please do so below:

Other

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

(As with all guestions in this questionnaire, information you provide here will appear in your public report.)

Public report | Www.wgea.gov.au i5
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Gender composition proportions in your workpiace

Important notes:

1. Proportions are based on the data contained in your workplace profile and reporting questionnaire.

2. Some proportion calculations will not display until you press Submit at step 6 on the reporting page in the portal. When your
CEO signs off the report prior to it being submitted, it is on the basis that the proportions will only reflect the data contained
in the report.

3 If any changes are made to your report after it has been submitted, the proportions calculations will be refreshed and reflect

the changes after you have pressed Re-submit at step 6 on the reporting page.

Based upon your workplace profile and reporting questionnaire responses:

Gender composition of workforce
1. the gender composition of your workforce overall is 0.0% females and 100.0% males.

Promotions
2. 0.0% of employees awarded promotions were women and 0.0% wers men
i 0.0% of all manager promotions were awarded to women
ii. ~0.0% of all non-manager promotions were awarded to women,

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

Resignations
4. 0.0% of employses who resigned were women and 0.0% were men
. 0.0% of all managers who resigned were women
ii. 0.0% of all non-managers who resigned were women.
3. 0.0% of your workforce was part-fme and 0.0% of resignations were part-time employees.

Employees who ceased employment before returning to work from parental leave
i.  N/A - women who utilised parental ieave ceased employment before returning to work
il.  N/A -men who utilised parental leave ceased employment before returning to work
fii. N/A - managers who utilised parental leave and ceased employment before returning fo work were women
iv.  NIA - non-managers who utilised parental leave and ceased employment before returning to work were women,

CEO sign off confirmation

Name of CEO or equivalent: Confirmation CEO has signed the report:
CEO signature: Date:
GLENN Wy 0[05 1§

Public report | www.wgea.gov.au 18
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Austrulinn Goverament J Agency

Public report

2018-19
Submitted by

Legal Name:
EHAF Management Pty Limited




Al ' Workplace
K ! Y> Gender Equality
Austeulion Government Agency

Organisation and contact details

Date submitted:
Unigue report number: ukhdsp4ofm

Submitting organisation details  Legal name
ABN

ANZSIC

EHAF Management Pty Limited
54809090422

—————

H Accommodation and Food Services
4400 Accommodation

_— —
Businessftrading namers _
—— e
ASX code (if applicable)
—— e
Postal address Lvl 38, 259 George Street
Sydney NSW 2000

Organisation phone number

Reporting structure Ultimate parent

Number of employees covered by
this report

—_——

AUSTRALIA
0292398000

e

EHAF Management Pty Limited
. —
176
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All organisations covered by this report

Legal name Business/trading name/s

EHAF Management Pty Limited

Port Macquarie Hotel Management Pty Limited

Tall Trees Hotel Management Pty Ltd

Pavallion Wagga Wagga Hotel Management Pty Limited

Wollongong Hotel Managemant Pty Ltd Mantra Wollongong Hotel

Parkiands Resort Hotel Management Pty Limited

Cradle Mountain Lodge Management Pty Limited Waldheim Alpine Spa
Cradle Mountain Resort
Cradle Mountain Wilderness Lodge
Cradle Mountain Lodge

Public report | wWww.wgea.gov.au 3
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Gender Equality
Agency

Austration Government

Reporting questionnaire

Gender equality indicator 1: Gender composition of workforce

NB. IMPORTANT:
* References to the Act mean the Workplace Gender Equality Act 2012,

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

* Data provided in this reporting questionnaire covers the TOTAL reporting period from 1 April 2018 to 31 March
2019, (This differs from the workplace profile data which is taken at a point-in-time during the reporting period). ‘

* Answers need to reflect ALL organisations covered in this report.
* If you select “NO, Insufficient resources/expertise” to any option, this may cover human or financial resources.

1. Do you have formal policies andfor formal strategies in place that SPECIFICALLY SUPPORT GENDER EQUALITY
relating to the following?

1.1 Recruitment

& Yas (select all applicable answers)
Policy
[ Strategy
1 No (you may specify why no formal policy or formal strategy is in place)
1 Currently under development, please enter date this is due to be compieted
[ Insufficient resources/expertise
(] Not a priority

1.2 Retention

Bd Yes {select all appiicable answers)
X Poiicy
[ Strategy
O Ne (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
L Insufficient resources/expertise
[ Not a priority

1.3 Performance management processes

B4 Yes (select all applicable answers)
Policy
[ strategy .
[ No (you may specify why no formal policy or formal strategy is in place)
[l Currently under development, please enter date this is due to be completed
] Insufficient resources/expertise ‘
[_] Not a priority

Public report | www.wgea.gov.au ' 7
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1.4 Promotions

X Yes (select all applicable answers)
X Policy
O Strategy
[T No (you may specify why no farmal policy or formal strategy is in place)
L] Currently under development, please enter date this is dus to be completed
] Insufiicient resources/expertise
] Not a priority

1.5  Talent identificationfidentification of high potentials

D4 Yes (select ail applicable answers)
B Policy
[ Strategy
[ No {yeu may specify why no formal policy or formal strategy is in place)
L[J Currently under development, please enter date this is due to be completed
{7 Insufficient resources/expertise
[ Not a priority

16  Succession planning

X Yes (select all applicable answers)
I Policy
[ strategy
[ No (you may specify why no formal policy or formal strategy is in place}
] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

1.7  Tralning and development

(] Yes (select all applicable answers)
B4 Palicy
[ Strategy
[ No {you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Not a priority

1.8 Key performance indicators for managers relating to gender equality

Yes (select all applicable answers)
I Policy
[ strategy
[ No {you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
LI Not a priority

1.9 Gender equality overall

4 Yes (select all applicable answers)
X Policy
[ Strategy
[ No (you may specify why no formal policy or formal strategy is in place}
L] Currently under development, please enter date this is due to be completed
{1 insufficient resources/expertise
[ Not a priority

Public report | www.wgea.gov.au 8
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110 How many employees were promoted during the reporting period against each category below?

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

Managers J Non-managers
_ Female f Male ! Female T Male
Permanent/ongoing fuill-time employees 0 0 0 1
Permanentiongoing full-time employee l o 0
Permanent/ongoing part-time employees IO J o} ) 0 0 -
Fixed-term contract full-time empioyees lo lo 0 lo
—=2 : . - i‘. ——
Fixed-term contract part-time employees }0 o ’O iO_
Casual employees !O 0 f 0 0

111 How many appointments in total {including the number of promotions above in Q1.10), were made to
Mmahager and non-manager roles during the reporting period (based on WGEA-defined managers/non-
managers)?

IMPORTANT: promations need to be added to these totals because they are considered internal
appointments.

_ | Female | Male
Number of appointments made to MANAGER roles (including promotions) fO fO
Number of appointments made to NON-MANAGER roles (including promotions) fo fO

1.12  How many employees resigned during the reporting period against each category below?

Managers _[ Non-managers

Female Male # Female f Male
Permanent/ongoing full-time employees 0 0 {0 0
Permanent/ongoing part-time employees 0 0 }0 [0
Fixed-term contract full-time employees 0 ;‘0 o -
Fixed-term contract part-time employees IO fO fO 0
Casual employees 0 o o 0 ]

113  Kyour organisation would like to provide additicnal information relating to gender equality indicator 1,
please do so below.

Gender equality indicator 2: Gender composition of governing bodies

Gender composition of governing bodies is an indicator of gender equality at the highest lave! of organisational leadership and
decision-making, This gender equality indicator seeks information on the representation of women and men on governing bodies.
The term “governing body” in relation to a relevant employer is broad and depends on the nature of your organisation. It can mean
the board of directors, trustees, committee of management, council or other governing authority of the employer. :

2 The organisation(s) you are reporting on will have a governing body. in the Act, governing body is defined as “the
board of directors, trustees, committee of management, council or other governing authority of the employer”. This
question relates to the highest governing body for your Australian entity, even if it is located overseas.

Public report | Www.wgea gov.au . 9
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Date submitted:

21 Please answer the following questions relating to each governing body covered in this report.

Note: If this report covers more than one organisation, the questions below will be repeated for each

organisation before proceeding to question 2.2,

If your organisation’s governing body is the same as your parent entity's, you will need to add your

organisation’s name BUT the numerical details of your parent entity’s governing body.

2.1a1 Organisation name?

Elanor investors Limited

2.1b.1 How many Chairs on this governing body?

Female [ - Male

-Number fO J 1

2.1c.1 How many other members are on this governing body {excluding the Chairfs)?

| Female J Male

Number JO f3

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

[1Yes
No (you may specify why a target has not been set)
Governing body/board has gender balance (e.g. 40% women/40% men/20% either}
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
1 Do not have control over governing body/board appointments {provide detaiis why):
L1 Not a priority
[ Other {provide details):

2.1g.1 Are you reporting on any other organisations in this report?

[T Yes
X No

22 . Do you have a formal seiection policy and/or formal selection strategy for governing body members for ALL

organisations covered in this report?

[ Yes (select all applicable answers)
L] Policy
[7] Strategy.
No {you may specify why no formal selection policy or formal selection strategy is in place)
(1 In place for some governing bodies
i Currently under development, piease enter date this is due to be completed
Insufficient resources/expertise
L1 Do naot have controf over governing body appointments {provide details why)
LI Not a pricrity
[ Other (provide details):

23  Does your organisation operate as a partnership structure (i.e. select NO i your organisation is an

“incorporated” entity - Pty Ltd, Ltd or Inc; or an “unincorporated” entity)?

] Yes
B No

Public report | WWwW.wgea.gov.au
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25 If your organisation would like to provide additional information relating to gender equality indicator 2,
please do so beiow.

Gender equality indicator 3: Equal remuneration between women and men

Equal remuneration between women and men is a key component of improving women’s aconomic security and progressing
gender equality.

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

X Yes (select all applicable answers)
[ Policy
Strategy
[ No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is dus to be completed
[ Insufficient resources/expertise
[ Salaries set by awards/industriai or workplace agreements
[ Non-award employees paid market rate ‘
'] Not a priority
LI Other (provide details):

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

L[] Yes (provide details in guestion 3.2 below)
B No ({you may specify why pay equity objectives are not included in your formal policy or formal strategy)
Currently under development, please enter date this is due to be compieted
[[] Sataries set by awards/industrial or workplace agreements
L] Insufficient resources/expertise
[] Non-award employees paid market rate
] Not a priority
[ Other (provide details):

Have you analysed your payroll to determine if there are any remuneration gaps hetween women and men (i-e.
conducted a gender pay gap analysis)?

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

[ Within iast 12 months

] Within last 1-2 years

] More than 2 years ago but less than 4 years ago

L1 Other {provide details):

X No (you may specify why you have not analysed your payroll for gender remuneration gaps)

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

[ Insufficient resources/expertise :

] Salaries for ALL employees (including managers) are set by awards or industrial agreements AND there is no
room for discretion in pay changes (for example because pay increases oceur only when there is a change in tenure or
qualifications)

[ Salaries for SOME or ALL employses (including managers) are set by awards or industrial agreements and there
IS room for discretion in pay changes (because pay increases can occur with some discretion such as performance
assessments)

L] Non-award employees paid market rate

] Not a prierity

L1 Other {provide details):

4.2 i your organisation would like to provide additional information relating to gender equality indicator 3,
please do so below:

Public report | www.wgea.gov.au 11
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Gender equality indicator 4: Flexible working and support for employees
with family and caring responsibilities

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

5. A “PRIMARY CARER?” is the member of a couple or a single carer, REGARDLESS OF GENDER, identified as having
greater responsibility for the day-to-day care of a child.

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

&< Yes. (Please indicate how emplayer funded paid parental leave is provided to the primary carer):

L] By paying the gap between the employee’s salary and the government's paid parental leave scheme

By paying the employee’s full salary (in addition fo the government's paid scheme), regardiess of the period of

time over which it is paid. For exampie, full pay for 12 weeks or half pay for 24 weeks

[ As & lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, we offer paid parental ieave for primary carers that is available to women ONLY {e.g. maternity leave). (Please
indicate how employer funded paid parental leave is provided to women ONLY):

L[] By paying the gap between the employee's salary and the government's paid parental leave scheme

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

[ As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, we offer paid parental leave for primary carers that is available to men ONLY. (Please indicate how employer funded
paid parental leave is provided to men ONLY):

[ By paying the gap between the employee’s salary and the government’s paid parental leave scheme

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

[ As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ Ne, not avallable (you may spacify why this leave is not provided)

(] Currently under development, please enter date this is due to be completed

[ Insufficient resourcesfexpertise

[ Government scheme is sufficient

[ Not a priority

[ Other (provide details):

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

12

ba. If your organisation would like to provide additional information on your paid parental leave for primary
carers e.g. eligibility period, where applicable the maximumn number of weeks provided, and other
arrangements you may have in place, please do so below.

5.2 What proportion of your total workforce has access to employer funded paid parental leave for PRIMARY

CARERS?

. In your calculation, you MUST INCLUDE CASUALS when working out the proportion.
O <10%
[110-20%
] 21-30%

31-40%

Public report | www.wyea.gov.au 12
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[ 41-50%
] 51-60%
[ 61-70%
O 71-80%
[ 81-90%
] 91-99%
1 100%

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

[ Adoption
[ Surrogacy
[ stiltoirth

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

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

{]Yes
1 No, we offer paid parental leave for SECONDARY CARERS that is available to men ONLY (e.9. paternity leave)
[1 No, we offer paid parental leave for SECONDARY CARERS that is available to women ONLY
X No {you may specify wiy employer funded paid parental leave for secondary carers is not paid)
[ Currently under development, please enter date this is due to be completed
X Insufficient resources/expertise
[1 Government scheme is sufficient
I Not a prigrity
[ Cther (provide details):

7. How many MANAGERS have taken parental leave during the reporting period {paid and/or unpaid)? Include
employees still on parental leave, regardiess of when it commenced.

Primary carer's leave Secondary carer's leave
Female Male Female Male
Managers 0 0 0] 0

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

Primary carer's leave Secondary carer's leave
Female Male Female Maie
Nen-managers 0 0 0 0
8. How many MANAGERS, during the reporting period, ceased employment before returning to work from parental !
leave, regardless of when the leave commenced? i
. Include those where parental leave was taken continuously with any other leave type. For example, where
annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including

resignations, redundancies and dismissais.

Female Male

Managers 0 0

8.1 How many NON-MANAGERS, during the reporting period, ceased employment before returning to work from
parental leave, regardless of when the leave commenced?

Public report | www.wgea.gov.au 13
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. Include those where parental leave was taken continuously with any other leave type. For example,
where annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including

10.

11.

12.

13.

resignations, redundancies and dismissals.

7 J Female Maie
Non-managers [ 0 o

Do you have a formal policy andfor formal strategy on flexible working arrangements?

X Yes (select all applicable answers)
Policy
[ Strategy
[T No {you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
] Den't offer flexible arrangements
[[] Not a priority
[ Other (provide details):

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

Yes (select all applicable answers)
I Palicy
[ Strategy
[ No {you may specify why no formal policy or formal strategy is in place)
] Currently under development, please enter date this is due to be completed
] insufficient resources/expertise
O Inciuded in awardfindustrial or workplace agreement
] Not a priority
[] Other (provide details):

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

[ Yes

X No (you may specify why non-leave based measures are not in place)
L] Currently under development, please enter date this is due to be completed
Insufficient resources/expertise
[ Not a priority
[ Other (provide details):

Do you have a formal policy and/or formal strategy to support employees who are experiencing family or domestic
violence?

[ Yes (select all applicable answers)
1 Policy
[ Strategy
No {you may specify why no formal policy or formal strategy is in place)
U Currently under development, please enter date this is due fo be completed
Insufficient resources/expertise
[ Included in award/industrial or workplace agreements
] Not aware of the need
[ Not a priority
[ Other (please provide details):

Other than a formal policy and/or formai strategy, do you have any support mechanisms in place to support
employees who are experiencing family or domestic violence?
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[ Yes (select all applicable answers)
[] Employee assistance program {including access to a psychologist, chaplain or counsellor}
[ Training of key personnel
[] A domestic violence clause is in an enterprise agreement or workplace agreement
L[] Workplace safety planning
[Tl Access to paid domestic violence leave (contained in an enterprise/workplace agreement)
[7 Access to unpaid domestic violence leave (contained in an enterprisefworkplace agreement)
[] Access to paid domestic violence ieave (not contained in an enterprise/workplace agreement)
[ Access to unpaid leave
L] Confidentiality of matters disclosed
L] Referral of empioyees to appropriate domestic violence support services for expert advice
] Protection from any adverse action or discrimination based on the disclosure of domestic violence
[ Flexible working amrangements
[ Provision of financial support {e.g. advance bonus payment or advanced pay}
] Ofter change of office location
[] Emergency accommodation assistance
] Access to medical services (e.g. doctor ar nurse)
[ Other (provide details}:
B No (you may specify why no other support mechanisms are in place)
L Currently under development, please enter date this is due to be compieted
[ Insufficient resources/expertise
[ Not aware of the need
] Not a priority
[ Other (provide details):

Where any of the following options are available in your workplace, are those option/s available to both women
AND men?

. flexible hours of work

compressed working weeks

time-in-lieu

telecommuting

part-time work

job sharing

carer's leave

purchased leave

unpaid leave. :

Options may be offered both formally and/or informally.

For example, If time-in-lieu is available to women formally but to men informally, you would select NO.

[ Yes, the option/s in place are available to both women and men.
[ No, somefall options are not available to both women AND men.

141 Which options from the list below are available? Please tick the related checkboxes.

Carer's [eave
Purchased leave
Unpaid leave

. Unticked checkboxes mean this option is NOT available to your employees.
Managers Non-managers
Formal Informal Formal Informal

Flexible hours of work O X O [}
Compressed working wesks 4 & O X
Time-in-lisu | X O X
Telecommuting O O |
Part-fime work O O
Job sharing X d X ]

[ | X O

0 0

| [ ] Ol

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

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

Public report | www.wgea.gov.au 15




Gender Equality
Agency

Australinn Government

: f-'?W N Date submitted:
Q& arkplace Unigue report number; ukhdspdofm

& Insufficient resources/expertise
{1 Not a priority
[ Other {provide details):

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

Gender equality indicator 5: Consultation with employees on issues
concerning gender equality in the workplace

This gender equality indicator seeks information on what consuitation occurs betwesn employers and employees on issues
concerning gender equality in the workplace.

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

[ Yes
X No (you may specify why you have not consulted with employees on gender equality)
L] Not needed (provide details why):
Insufficient resources/expertise
[_] Not a priority
[ Other (provide details):

15.3  If your organisation would like to provide additional information relating te gender equality indicator 5,
please do so helow.

Gender equality indicator 6: Sex-based harassment and discrimination

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

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

Yes (select all applicable answers)
Policy
[1 Strategy
L1 Na (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Included in award/industrial or workplace agreement
] Not a priority
] Other (provide details):

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

Yes

[ No (you may specify why a grievance process is not included)
L] Currently under deveiopment, please enter date this is due to be completed
[ insufficient resources/expertise
[ Not a priority
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[(] Other {provide details):

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

[ Yes - please indicate how often this training is provided:
[ At induction
[ At least annually
[ Every one-to-two years
[1 Every three years or more
[] Varies across business units
[ Other {provide details):

X No (you may specify why this training is not provided)
] Currently under development, please enter date this is due to be completed
Insufficient resources/expertise
[] Not a priority
] Other {provide details):

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

Other

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

(As with all questions in this questionnaire, information you provide here will appear in your public report.)
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Gender composition proportions in your workplace

Important nofes:

1. Proportions are based on the data contained in your workplace profile and reporting questionnaire.

2. Some proportion calculations will not display until you press Submit at step & on the reporting page in the portal. When your
CEO signs off the report prior to it being submitted, it is on the basis that the proportions will only reflect the data contained
in the report.

3. If any changes are made to your report after it has been submitted, the proportions calculations will be refreshed and reflect

the changes after you have pressed Re-submit at step 6 on the reporting page.

Based upon your workplace profile and reporting questionnaire responses:

Gender composition of workforce
1. the gender composition of your workforce overall is 82.4% fernales and 17.6% males,

Promotions :
2. 0.0% of employees awarded promations were women and 0.0% were men
i 0.0% of ail manager promotions were awarded to women
ii. 0.0% of all non-manager promotions were awarded to women.

3. 15.3% of your workforce was part-time and 0.0% of promolions were awarded to part-time employees.

Resignations
4. 0.0% of employees who resigned were women and 0.0% were men
i.  0.0% of all managers who resigned were women
ii.  0.0% of all non-managers who resigned were women.
5. 15.3% of your workforce was part-time and 0.0% of resignations were part-time employess.

Employees who ceased employment before returning to work from parental leave
i.  N/A-women who utilised parental leave ceased employment before returning to work
i. ~N/A-men who utilised parental leave ceased employment befare returning to work
iit. ~N/A - managers who utilised parental leave and ceased employment before returning to work were women
. NfA - non-managers who utilised parental leave and ceased employment before returning to work were women.

CEO sign off confirmation

Name of CEO or equivale Confirmation CEO has signed the report:

CEOQ signature: Date:

GLenN s Q,oloS]\Q\
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