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Introduction
The gender and flexibility initiative started in September 2014 with the ultimate aim of
improving flexible working arrangements for all employees, supporting them to maintain and
progress their careers and improving representation of women in the SES.
The initiative involved a number of fact finding activities:
•

an all staff survey captured information about employee work practices and attitudes to
flexible work arrangements

•

group discussions around the country for International Women’s Day 2015 covered flexible
work arrangements and barriers to women’s careers

•

male and female employees were interviewed to gather suggestions about how to improve
access to and management of, flexible working arrangements

•

the ACCC Chairman interviewed several women to understand how the ACCC/AER could
improve its support for women

•

discussions with other agencies about their flexible working practices.

Information gathered from these activities has helped shape a series of actions that are
outlined in this strategy for implementation in 2016. A key focus of this initiative is to improve
flexibility in our work practices. All employees will benefit from greater flexibility. It will help
us to attract and retain staff, improve the likelihood of women moving into senior leadership
roles and will assist employees interested in transitioning to retirement.
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Purpose and context
Currently 54 per cent of ACCC/AER staff are women, yet women comprise only 27 per cent of
our Senior Executive Service (SES).
This initiative is about encouraging and supporting all our staff to realise their full potential
and strengthening our leadership capability. To better understand and respond to our
business environment we must be able to harness the diversity of experiences, backgrounds
and perspectives from both women and men in our organisation.
‘I strongly believe that the
skills and capabilities of
individuals have nothing to do
with gender. This framework
will deliver tremendous
benefits for us as an
organisation.’
ACCC Chairman, Rod Sims

Research shows that gender-balanced teams tend to be more innovative and collaborative
and produce stronger outcomes. Improving gender diversity is ultimately a business
imperative aimed at using the capabilities and talents of all our staff to maximise our
performance and productivity.
A diverse workforce needs to be accompanied by an inclusive culture. Flexibility is
fundamental to an inclusive, supportive work environment which enables all people to achieve
personal and professional success, irrespective of age, gender, classification or location.
Access to and success of flexible working arrangements relies on leadership, underpinned by
trust and conversations, with a genuine commitment to reaching workable solutions. It takes
teamwork and open discussions about the times, places and ways work can be done while
maintaining a clear focus on outcomes.
‘We want to keep our
organisation strong into the
future. To do that we need
gender balance in our leadership
groups—Commissioners and
board members, SES and
executive level managers.
Without it, the blend of our
people’s skills and experience
is skewed and impedes our
effectiveness. Balance doesn’t
just happen, we all have to work
at it until we achieve it and
then we have to keep it that way.’
Chief Operating Officer, Rayne de Gruchy
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Our goal
Our goal is a workplace where all people feel valued and respected for the range of
experiences and perspectives they bring to our decision making, investigations and other
activities. They must have equal access to opportunities and resources so they can participate
and progress in accordance with their talents and aspirations.
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Inclusive, flexible workplaces
What is an inclusive, flexible workplace culture?
An inclusive, flexible workplace culture creates the conditions in which employees are
more engaged, work cohesively and can achieve their full potential. This means harnessing
individual and team resources in a flexible environment with policies, practices and people
that support work-life integration. Flexibility attracts and retains both men and women,
maximises their performance and facilitates a more stable workplace.

How do inclusive leaders behave?
Inclusive leaders seek out diverse perspectives and in a respectful and trusting environment
encourage team members to express their views and ideas. Staff who are heard and feel
valued and who have access to opportunities and resources are more likely to contribute their
perspectives and talents to improve their organisation.

What are inclusive leadership capabilities?
The Diversity Council Australia (DCA) developed an Inclusive Leadership Model that outlines
five capabilities considered necessary for a person to be an effective inclusive leader.
These capabilities are based on building mindsets (ways of thinking) which include being
identity-aware, relational, open and curious, flexible and agile and growth-focused. We are
committed to building and promoting these leadership capabilities at the ACCC/AER.

Building inclusion: an evidence-based model of inclusive leadership, 2015, Diversity Council
Australia.
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Inclusive behaviours
All ACCC/AER staff have a responsibility, regardless of their classification or experience,
to ensure we make diversity, inclusion and gender parity a part of business as usual,
including:

1.

recognising and celebrating the contribution of all employees

2.

modelling and promoting respectful behaviour and seeking assistance or
speaking out if you witness disrepectful behaviour

3.

adapting your own style to work effectively with others

4.

making success possible for all by letting go of assumptions about other
people’s circumstances or aspirations for career progression

5.

enabling everyone to contribute by seeking different views, listening and being
open to being challenged

6.

considering how words or actions impact on, or are perceived by others

7.

facilitating equal access to resources and opportunities with a view to
advancing gender balanced leadership.
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Our story
Flexible working arrangements
The ACCC/AER has a diverse, talented and professional workforce. Flexibility is a priority for
this diverse workforce as a significant number of our men and women work under formal and
informal flexible arrangements. Flexible work practices enable our employees to balance their
unique and changing needs during different life and career stages.
Flexible work practices include part-time (PT), job sharing and other compressed work hours
(e.g. 10 days worked in 9). At 30 June 2015 15 per cent of ACCC/AER employees worked
part time.

Gender balanced leadership
A key focus of this initiative is to make the ACCC/AER an environment in which women
have every opportunity to succeed and do succeed in appointments to every level of ACCC/
AER employment.
Remuneration data shows that the ACCC/AER is well placed in the area of gender pay parity.
However, women are under-represented in the higher classifications and decision making
roles. Currently women comprise only 27 per cent of our Senior Executive Service (SES).
The ACCC/AER has taken steps to address gender differences over the last few years,
particularly in relation to women’s roles within the organisation. We have run confidence
training for women, unconscious bias training for SES and the annual International Women’s
Day celebrations.
In 2014 the Chairman accepted an invitation to become a member of the Business 50/50
(B50/50), an expansion of the 50/50 group working to accelerate gender equality and
increase the number of women in senior leadership roles across Australia.
The ACCC/AER has set targets for the representation of women at the SES levels.
The goal by 2020 is to achieve 40 per cent representation of women, 40 per cent of men
and 20 per cent of either. We note that a range of factors may impact on our ability to meet
these targets, including the attrition rate of SES Band 1 and Band 2 men and women and the
number of positions available.

6

Building inclusion: advancing gender balanced leaderhsip

Our actions
A range of actions have been developed with a view to building inclusion and advancing
gender balanced leadership. We are committed to implementing the following actions:

1. SES targets
We have introduced the following targets to improve the representation of women in the
SES.
2016 SES composition

2020 target for SES composition
27 per cent
women

73 per cent
men

20 per cent
either

40 per cent
women

40 per cent
men

2. Training
We have delivered the
following training:

To advance this initiative we
will deliver:

•

unconscious bias training for
SES

•

unconscious bias training to EL2s

•

•

confidence training for
women.

enhanced eLearning
opportunities for all staff.

3. Recruitment practices
We will:
•

eliminate any gender biases, gendered language and
terminology from position documents and job designs

•

ensure that flexible working arrangements are
considered when advertising vacancies

•

ensure at least one credible person of both genders is shortlisted for interview
where possible

•

set a default composition of interview panels to include one woman and one man for a
two person panel and two women and one man for a three person panel for EL and SES
roles.

4. Advocates
We will:
•
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introduce ‘flexibility advocates’ to support flexible work arrangements and contribute to
organisation-wide policies and events.
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5. Policy
We will:
•

introduce a new ‘if not, why not’ policy for flexible working arrangements

•

amend Temporary Performance at a Higher Work Value Guidelines to allow payment of
higher duties allowance (HDA) for one or two days per week. This could allow for job
share arrangements where employees are at different classifications and enable payment
of the allowance to an employee who assumes additional responsibilities when their
part-time manager is absent for one or two days per week

•

amend the Purchased Leave Policy to allow leave to be taken in single days instead of
the current requirement where a minimum of five days has to be taken. This can facilitate
graduated return to work, transition to retirement and part-time

•

develop a new policy that will facilitate home based work (HBW), with a view to its
inclusion as part of flexible working arrangements policy.

6. Practices
We will:
•

introduce Q&A sessions hosted by SES for ELs where SES give tips and
advice about career progression or answer questions about other areas of
interest

•

introduce a job share register which is a voluntary, self-managed database designed to
connect people who are interested in job-sharing. Interested parties will contact each
other to discuss suitable roles

•

introduce daily alerts with contact details for employees working away from their home
base

•

implement a structured program to support staff on and returning from extended leave.
This could include the assignment of buddies, promoting Keeping Connected days,
sending alerts on training options and job vacancies, ‘keeping in touch’ emails.

7. IT
We will:
•

increase the use and access to work and personal mobile devices while
working remotely and support the use of GOOD software on your own
device (BYOD) where there is a business need.

8. Reporting
Introduce quarterly reporting by EGMs to Executive Managment
Committee on:
•

uptake of flexible working arrangements including numbers of females
and males working flexibly and

•

all appointments/promotions to senior positions.

8

Building inclusion: advancing gender balanced leaderhsip

© Commonwealth of Australia 2016
ISBN 987 1 922145 32 1
This work is copyright. In addition to any use permitted under the Copyright Act 1968, all material contained within this work is provided under a Creative
Commons Attribution 3.0 Australia licence, with the exception of:
• the Commonwealth Coat of Arms
• the ACCC and AER logos
• any illustration, diagram, photograph or graphic over which the Australian Competition and Consumer Commission does not hold copyright, but which
may be part of or contained within this publication.
The details of the relevant licence conditions are available on the Creative Commons website, as is the full legal code for the CC BY 3.0 AU licence.
Requests and inquiries concerning reproduction and rights should be addressed to the Director, Corporate Communications, ACCC, GPO Box 3131,
Canberra ACT 2601, or publishing.unit@accc.gov.au.
Important notice
Please note that this guideline is a summary designed to give you the basic information you need. It does not cover all relevant legislation and general law
principles, nor is it a substitute for professional advice.
Moreover, because this guideline avoids legal language wherever possible, it contains generalisations about the application of legislation. Some provisions
referred to have exceptions or important qualifications. In most cases the particular circumstances of the conduct need to be taken into account when
determining the application of the law to that conduct.
ACCC_02/16_1066 www.accc.gov.au

9

Building inclusion: advancing gender balanced leaderhsip

