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Standing Committee on Employment and Workplace Relations
ANSWERS TO QUESTIONS ON NOTICE

Australian Public Service Commission

Inguiry into Pay equity and increasing female participation in the workforce

Vs Sharryn Jackson MP and Mr Richard Marles MP asked: Could they be

provided with the actual number of women and men at each of the classification

levels presented in Table 1 in the APS Commission’s submission. Mr Richard

Marles MP also asked for data on separaﬁon rates for women.

Answer: The table below presents data on the number of ongoing APS staff by

classification by gender at June 2007. It also presents the percentage of ongoing

employees that were women in June 2007 and the percentage of engagements,

promotions and separations filled by women over 2006-07.

Ongoing staff: percentage of women’s representation by classification,

engagements, promotions and separations, June 2007 and 2006-07

Men Women Total | Women as Women as Women as Women as % of
% of % of % of separations
ongoing | engagements | promotions
employees

APS 1 521 1066 1587 67.2 67.6 . 57.4
APS 2 1882 3685 5567 66.2 65.5 67.1 66.9
APS3 7492 14093 21585 65.3 71.0 75.8 68.4
APS 4 8890 19432 28322 68.6 61.3 67.9 65.2
APS S 8552 11204 19756 56.7 55.4 61.8 50.1
APS 6 13446 15108 28554 52.9 534 37.7 483
EL1 11898 10538 22436 47.0 443 50.6 39.5
EL 2 7342 4270 11612 36.8 33.7 42.8 30.3
SES 1 1171 707 1878 37.6 29.2 45.0 352
SES 2 345 166 511 325 27.6 47.0 25.0 |
SES 3 87 33 120 27.5 333 222 8.3
Graduate 484 723 1207 59.9 60.1 54.9
APS
Total 62338 81187 | 143825 56.6 60.8 59.8 54.6

Source: APSED

Key points to note are:

>

Women are over represented in classifications APS1-6 while men are over

represented in higher level classifications.

However, generally women have proportionéteiy higher rates of promotions and

lower rates of separation (compared to their proportion of ongoing employees)




> It was estimated in 2007 that if the current engagement, promotion and separation
trends continue women will reach 50% of EL1 employment in three years and

50% of SES employment in 10 years.



Mr Richard Marles MP asked: Could the data in Table 1 in the APS
Commission’s submission be provided based on mean figures in addition to the
median data already presented. He also asked if an APS-wide average could be

provided in Table 1.

Answer: The table below presents data on both median and mean remuneration by

gender at June 2007,
Key points to note are:

» the mean (average) data tells much the same story as the median data in relation
to the pay equity ratio (ie. women’s earnings as a proportion of male earnings)

» the pay equity ratio at the APS-wide level, at 0.88 for both the median and mean
data, is much Jower than the pay equity ratio for any individual classification.
This is because it is affected by the different classification structures of men and
women — men have higher proportional representation at higher earning

classifications compared to women.

Median and mean remuneration by gender and classification, June 2007

Median Mean
Men Women Pay equity Men Women FPay equity

$ 3 ratio (median) 3 3 ratio {mean)
APS | 37698 35242 0.93 36931 35588 0.96
APS 2 42854 41960 0.98 42554 41924 (.99
APS 3 46972 46251 0.98 46843 46697 0.98
APS 4 53047 33047 1.00 52227 51953 0.99
APS 5 57937 536549 0.98 57464 56733 0.99
APS 6 67276 65496 0.97 66191 64817 0.98
EL 1 83050 80928 0.97 82315 81063 0.98
EL 2 101299 99750 0.98 101868 99095 0.97
SES 1 130000 127926 0.98 132916 130603 0.98
SES2 16539 | 160431 0.97 165439 161241 0.97
SES 3 205588 199300 0.97 209818 200193 (.95
Graduate APS 45008 44714 0.99 44852 44201 0.99
Total 62365 54846 0.88 68552 60246 0.88

Source: APSED




Mr Richard Marles MP asked: Could the Commission provide a table which
ranks the agencies by the proportion of women and match that up with agencies’

pay rates.

Answer: Table A (attached) presents earnings data for a range of agencies for the
APS 4 and APS 6 classifications. These classifications were chosen as they are the

most populous classifications in the APS.
Agencies are ranked by the percentage of women employed at June 2007.

' Two measures of earnings are presented:

» HBA Consulting ‘Commonwealth Remuneration Guide’ provides minimum and
maximum rates in agencies” collective agreements by classification. The data in
the table are the maximum rates for each agency for each classification.

> APSED median remuneration data which covers employees on collective and
individual agreements (although the coverage rates of individual agreements at
the APS 4 and APS 6 classification is not generally high except in those agencies
whose policy was to employee all staff on AWAS) and also includes allowances

(these can not be separated out).

For most agencies, it can be seen from Table A, that the maximum rates in collective
agreements (HBA daté) exceéds the APSED median remuneration. There are a small
number of agencies (purple shading) where the two rates are essentially the same,
indicating that most employees have reached the maximum pay point in the salary
range for their classification (indicating longer lengths of service at their classification
level). There are also a small number of agencies where the APSED median
remuneration is higher than the HBA data (light blue shading). This appears to be the
result of large numbers of staff either being paid a standard type of allowance or a
significant number of staff being employed on AWAs (that have higher rates than the

collective agreement for that agency).

To investigate the proposition that agencies with higher levels of female employmént

pay lower down in the salary scale, a quintile ranking was calculated for each agency



to indicate where it rated in the APS-wide remuneration range. A ranking of 1’
meant that the agency paid in the top 20% of the salary range (the 100% to 80%
quintile) while a ranking of ‘5” indicated that the agency paid in the bottom 20% (the
20% to 0% quintile). Most agencies were ranked 3’ (indicating that there is a
significant clustering of agencies around the median in the 60% — 40% quintile).
The quintile rankings were then averaged for those agencies with particular

proportions of female employees. The results are presented in the table below.

More than 70% of
Women 4.0 3.0 4.1 3.0
More than 60% of
Women 3.6 3.1 4.0 2.7
Less than 50% of
Women ' 3.1 2.8 3.6 2.3
Less than 40% of
Women 2.7 27 3.7 2.7

1t can be seen that there is a tendency for those agencies with higher proportions of
women (more than 70% and more than 60%) to Be lower down the salary range than
those agencies that employ fewer women (less than 50% or less than 40%]). For
example, the average quintile ranking for the APS 6 classification, using the HBA
remuneration data, for those agencies with more than 70% women was 4.0 (ie. in the
40% to 20% quintile of the salary range) whereas for agencies with less than 40% of

women the average quintile ranking was 2.7 (ie. in the 80% to 60% quintile).



Mr Richard Marles MP asked: was it correct that in any vear the percentage of

women taking maternity leave in the APS was around six percent?

Answer: Af the presentation to the Committee it was noted that in the 2006-07
financial year approximately 6.2% of female APS employees aged between 20 and 44
had taken maternity leave but also that this represented a relatively high figure and

that the incidence of maternity leave had been rising in recent years.

Women who took maternity leave
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As the graph immediately above shows, the numbers of women taking maternity

leave each year since 2001 has almost doubled.

Percentage of women aged 20-44 who took maternity leave
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The rise expressed as a percentage of female employees aged 20-44 is less
pronounced, reflecting the fact that the overall representation of women in the APS

workforce has continued to increase during this period.

Mr Richard Marles MP asked: have there been any longitudinal studies on the

effects on promotion on women who have taken maternity leave?

Answer: Discussion before the Committee touched on material supplied in the
original submission that showed that women who took maternity leave during the
2000-01 financial year had comparatively lower rates of promotion than other female

employees aged 20-44 over the period to 30 June 2007.

Following that discussion, similar data has been compiled for subsequent year cohorts
charting career progression by 30 June 2007, and tends to confirm the conclusion
within the submission i.e. that there is an apparent effect on career progression.

Nonetheless, promotion rates of women overall remain higher than those for men

despite this small countervailing effect from women who take maternity leave.

Data for each vear is shown immediately below.
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Mr Richard Marles MP asked for information about the distribution of women
taking maternity leave and its impact on women at more senior classifications

within the APS.

Answer: The graph immediately below shows the break-up of women taking
maternity leave during each year by their classification. It shows clearly that the great
majority of women employees within the APS that have taken maternity leave are at
the APS 3, 4, 5 and 6 classifications. This distribution substantially parallels the
profile of the APS itself which, as the second graph shows, also has most women

distributed at these levels.
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The final graph immediately below shows more starkly the pattern of taking maternity
leave. In essence it asks the question: if a woman at a specified classification was
randomly selected from the population, what would the relative probability be that she

had taken maternity leave in this year?

The data indicates that women at APS 3-4, 5-6 and EL1 are relatively over-
represented on maternity leave among the population of women that took maternity
leave. This may simply be a function of the relative age of women at senior
classifications, while the relative lack of maternity leave at APS 1-2 may be affected
by both a smaller sample size and a desire among women to establish their career

before starting a family.
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Data in tables earlier in this paper shows a consistent pattern indicating that women
returning from maternity leave experience relatively slow rates of promotion

. compared to other women of similar age that did not take maternity leave. The
Committee indicated that it would be useful to its consideration if this data could be

disaggregated by classification level.

Given that the trend above seems consistent from year to year, the following data has
been compiled for a subset of years only. While it provides some information on
women at junior classifications, it also shows career progression for women already at

Executive and Senior Executive levels within the APS.
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Relative promotion rates of EL women - 2003-04
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Some caution should be expressed about these graphs, particularly those dealing with
women in the Senior Executive Service..' The numbers of women taking maternity
leave at these levels is relatively small and the associated potential statistical errors
are relatively large. In 2000~01, for example, women in Executive and Senior
Executive levels accounted fbr only 17.3% of those women that took maternity leave

m that year (SES women were just 0.7%),

Nonetheless, these graphs appear to suggest that taking maternity leave has some
impact on the career progression of women regardless of their classification. The
difference appears to be less marked for women at more senior classifications but, as
noted in the original submission, this may be in part a reflection of the fact that career

progression at more senior levels is generally slower than for most members of the
APS,
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