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1. Overview of Workplace Gender Equality Agency (WGEA) 
1.1 What is WGEA? 
The Workplace Gender Equality Agency (WGEA) is an Australian Government 
agency responsible for promoting and improving gender equality in Australian 
workplaces. Its mandate comes from the Workplace Gender Equality Act 2012. 
 
WGEA collects, analyses, and publishes gender-based workforce and remuneration 
data from all private employers with 500+ employees.  

1.2 Why is All Hallows’ School required to report to the WGEA? 
As an employer with more than 500 employees, All Hallows’ School must submit an 
annual report covering: 

• Workforce gender composition 
• Employment status patterns (FT/PT/casual) 
• Promotions, exits, and appointments 
• Policies and strategies relating to workplace equality 
• Average and median gender pay gaps 
• Gender distribution by pay quartiles 

 
WGEA requires us to share our Industry Benchmark Report with our governing body 
after each reporting cycle.  
 
WGEA publicly publishes the following employer-level results, and a link to an 
optional employer statement: 

• Average gender pay gap 
• Median gender pay gap 
• Base salary gap 
• Total remuneration gap 
• Pay quartile gender composition 

1.3 How does WGEA calculate the Gender Pay Gap (GPG)? 
WGEA calculates the gender pay gap as ("Average male earnings"-"Average female 
earnings")÷"Average male earnings" 
 
Key points regarding this calculation are: 

• It is not a measure of equal pay for equal work (our EBA already ensures 
equal pay). 

• It reflects average differences across the entire workforce, not individuals. 
• All earnings are annualised to full-time equivalent (FTE), including part-time 

and casual roles. 
• Total Remuneration includes allowances, loadings, superannuation, overtime, 

bonuses, and non-salary benefits. 
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This means that workforce composition, specifically who occupies which types of 
roles, has the largest impact on employer results. 

1.4 What WGEA considers a “neutral” gender pay gap 
WGEA recognises that normal business movements create natural fluctuations. 
Therefore, WGEA considers results between –5% and +5% to be a “neutral ” range. 
A “neutral” range means an organisation is broadly balanced in average earnings of 
men and women over the reporting period. 
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2. 2. All Hallows’ School WGEA Results 

2.1 Reporting period results 
 

Reporting period Average Total 
Remuneration 

Gender Pay Gap 

WGEA Band Median Total 
Remuneration 

Gender Pay Gap 
2023-2024 3.2% (men higher) Neutral 12.5% 

2024-2025 4.6% (men higher) Neutral 9.6% 

 

2.2 Factors impacting on results 
WGEA’s FTE annualisation magnifies structural patterns. The key drivers for All 
Hallows’ School are: 

• Large female cohorts in positions including casual coach/SSGA/Off-site 
Activity Assistants/Invigilator cohorts where: 

o WGEA annualises their pay to a full-time equivalent based on the 
hourly rate. 

o This lowers the female average (because of the predominance of 
female employees in these large groups), increasing the gap relative to 
a scenario without them. 

• Small increases within a small male cohort have a big impact. 
• Employing a male in a new, higher-paid role or employing a male in a higher-

paid role that was previously held by a female are examples of small changes 
that can impact WGEA data.  

• Female-dominant senior leadership positions, which All Hallows’ School has, 
cannot outweigh the much larger non-manager workforce where senior 
leaders are only a small proportion of staff. 
 

The result for 2024-2025 shows a small upward movement to 4.6%, from 3.2% in the 
previous year.  This result remains in the “neutral” range and the upward movement 
is explained by Total Remuneration differences.  It is important to note that this 
upward movement is not a sign of inequity in our application of the current Enterprise 
Bargaining Agreement (EBA). 
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3. Gender Equality Strategy 
3.1 Our actions and commitments - Strategic Approach (2025–26) 

Our approach to workplace gender equality is based on assurance, explanation, and 
preparation. It is proportionate, evidence‑based, and aligned with WGEA 
expectations for employers with structurally gender‑segregated workforces such as 
schools.  

3.1.1  Assurance: Governance, Compliance and Data Integrity  
 
We will continue to meet and evidence all statutory obligations under the Workplace 
Gender Equality Act, with a focus on strong governance and transparency. This 
includes:  

• annual reporting to WGEA  
• annual provision of the WGEA Executive Summary and Industry Benchmark 

Report to the School Board via the Mission and Ethics Committee  
• maintaining clear records demonstrating employee access to the Public 

Report  
• using our HRIS to monitor workforce composition, pay‑quartile movements, 

and total remuneration trends for assurance and trend awareness, rather than 
structural redesign.  

3.1.2 Explanation: Clear Narrative and Contextual Transparency  
 
We will proactively contextualise our results to prevent misinterpretation. We will:  

• Publish and maintain an Employer Statement on the WGEA website that 
clearly explains our gender pay gap results, including the impact of workforce 
composition, annualised FTE methodology, and the large female casual 
cohort.  

• Reinforce that all remuneration is governed by the Enterprise Bargaining 
Agreement and relevant awards, ensuring equal pay for equal work.  

• Communicate consistently with the School Board and our community via the 
School website using clear, plain‑language explanations aligned with WGEA 
guidance.  

3.1.3 Preparation: Readiness for the 2026 Target Framework  
 
As a designated relevant employer (500+ employees), we will prepare for the 
introduction of mandatory gender equality targets from 2026. The Workplace Gender 
Equality Act 2012 requires designated relevant employers to have policies or 
strategies in place addressing the six Gender Equality Indicators. 

3.1.4 Actions and Targets 
 
The following actions will ensure that we meet our strategic goals and the 
requirements of the 2026 Target Framework: 
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• Enhanced monitoring of workforce data (HRIS) to observe trends in workforce 
composition, pay-quartile trends, governing body and leadership 
representation, and changes in total remuneration. 

• Maintaining policies and practices related to equal remuneration based on the 
current EBA, flexible work arrangements, recruitment, and the prevention and 
response to workplace bullying, harassment and discrimination,  through the 
existing cyclical review process and monitoring for relevant legislative 
changes.  

• Promoting and monitoring the uptake and effectiveness of flexible work and 
support arrangements for employees with family and caring responsibilities, 
including through leadership practices, workforce planning and role design 
where appropriate, to support equitable workforce participation. 

• Continuing to report results to the Board to meet statutory obligations and 
provide transparency.  

• Ensuring ongoing consultation with employees on gender equality initiatives 
through established channels, including the WHS Committee, Work Wellbeing 
Team and Morning Briefing processes when new initiatives are introduced, 
and incorporating feedback into future actions and priorities. 

• Aligning gender equity actions with broader strategic initiatives to ensure they 
remain embedded to explore opportunities to enhance fairness and 
accessibility in role allocation. 

 

2026 – 2028 Targets  
We have selected three gender equality targets from the Gender Equality Targets 
Menu and will work towards achieving or demonstrating improvement against them 
within a three-year period. 
 

GEI1: Gender composition of the workforce 
Reducing the gender  
pay gap  

Average total remuneration gender pay gap closed by 
2%. 
  

GEI3: Equal remuneration between women and men 
Undertake gender pay  
gap analysis 

Undertake comprehensive gender pay gap analysis 
annually and report the results of the analysis to the All 
Hallows’ School Board. 
  

Equal remuneration and 
gender pay equity policies 

Ensure the following is included in our policy: 
• Remuneration review processes without gender 

biases. 
• Transparency about pay scales and salary bands. 
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4. WGEA Employer Statement  
4.1 Employer Statement for 1 April 2024 - 31 March 2025 

Our Commitment to Gender Equality 
All Hallows’ School is committed to fostering a fair, inclusive, and supportive 
workplace, grounded in the vision of Catherine McAuley, who recognised that “no 
work of charity can be more productive of good to society than the careful instruction 
of women.”  This conviction continues to shape our belief in the transformative power 
of educating and empowering women, not only for individual flourishing but for the 
good of the wider community.  
 
Publishing our gender pay gap results annually is an important part of this 
commitment.  It provides the opportunity to reflect transparently on workforce trends 
and ensure our practices continue to support gender equality across our school. 
Through this work, we seek to model the justice and compassion at the heart of our 
Mercy tradition and to contribute to a more equitable society. 

Our Progress Since Last Year 
In the 2024–25 reporting cycle, our average total remuneration gender pay gap is 
4.6%, and our median gap is 9.6%. These figures reflect differences in workforce 
composition rather than pay inequity. All employees are paid in accordance with our 
Enterprise Bargaining Agreement or under the Fair Work Modern Award, which 
ensures equal pay for equal or comparable work.  

Insights From Our Gender Pay Gap Analysis 
Our gender pay gap is shaped by structural factors commonly seen across the 
education sector, including workforce composition (women make up the majority of 
our workforce), annualisation of total remuneration, and the impact of our 
predominantly young female (18-21 year old) casual Sport Coach, Student Study 
Group Assistants and Offsite Activity Coordinators cohort whose FTE remuneration 
influences reported averages.   
 
WGEA’s methodology compares the FTE annualised total remuneration of all women 
and men, including allowances, loadings and superannuation, and therefore reflects 
workforce structure rather than unequal pay for the same role, which is governed by 
our Enterprise Bargaining Agreement. Small movements within our relatively small 
male cohort influenced the overall average, resulting in a modest increase compared 
with 2023–24. 

Our Actions and Commitments 2025–26 
Our actions focus on strengthening workforce data monitoring, maintaining and 
enhancing policies that support equal remuneration, flexible work and safe 
workplaces, promoting equitable workforce participation, and ensuring appropriate 
governance and employee consultation through established school structures. 
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Targets and Measures for the next three years 
Under the Workplace Gender Equality Act 2012, we have selected three gender 
equality targets from the Gender Equality Targets Menu and will work towards 
achieving or demonstrating improvement against them within the three-year period 
2026 - 2028. 
 

GEI1: Gender composition of the workforce 
Reducing the gender  
pay gap  

Average total remuneration gender pay gap closed by 
2%. 
  

GEI3: Equal remuneration between women and men 
Undertake gender pay  
gap analysis 

Undertake comprehensive gender pay gap analysis 
annually and report the results of the analysis to the All 
Hallows’ School Board. 
  

Equal remuneration and 
gender pay equity policies 

Ensure the following is included in our policy: 
• Remuneration review processes without gender 

biases. 
• Transparency about pay scales and salary bands. 
 

 Endorsement 
This Employer Statement has been endorsed by the All Hallows’ School Board and 
Leadership Team. 

Transparency and Publication 
This Statement will be published on our website and provided to WGEA for 
publication on the WGEA’s Data Explorer. 
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