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Common Questions and Answers Relating to EOCFW
Q.  Why have the EOCFW requirements been changed?

A.  The EOWA leading programs (Applications for waiver from annual compliance reporting, Business Achievement Awards and EOWA Employer of Choice for Women) are continually reviewed based on feedback from our stakeholders and advances for women in the workplace.  What was leading edge in 2001 has, in many areas, become commonplace so we need to ensure that organisations EOWA classifies as ‘leading edge’ really are leading the way.
Gender Pay Equity, for example, has become a bigger issue and leading organisations are keen to understand why they have gender pay equity issues, where they are occurring, and to put in plans to address them.   Similarly the lack of women in senior positions in organisations is now seen as an issue that needs urgent attention by organisations wishing to maximise the potential of all their staff.    
Changes to requirements for our three leading programs have been made regularly since 2001.

While EOWA is expecting that changes may be made to the legislation and to the way it operates as a result of the Review of the Equal Opportunity for Women in the Workplace Act and Agency, it was felt that it was timely to update the requirements for EOCFW for this year.

Q. 
Why have the ABS benchmarks for the gender pay gap and percentage of female managers been removed?

A. 
Addressing the gender pay gap and increasing the representation of women in management require detailed analysis to identify and understand the often complex issues which have led to the current level of disparity between men and women in these two areas.

EOWA is now requiring organisations applying for EOCFW to focus on analysis, identification of issues, and setting of longer-term strategy and measurable action to eliminate entrenched practices which may be preventing women from achieving parity with men in the area of gender pay equity and representation in management.

So rather than set specific benchmarks based on ABS average statistics, EOWA requires organisations to commit to continuous improvement based on an in-depth analysis and understanding of the issues in their organisations and sectors.  
Q.
Will dropping the ABS benchmarks make it easier for organisations to get onto the EOCFW list?
A.  No.  Organisations must conduct a detailed analysis, have a strategy and action plans to address these issues as well as report on progress in the areas of gender pay equity and women in management. They must also provide explanations for lack of progress in either area in the current reporting year.  CEOs must also make a public commitment to removing barriers to women in these areas, and both of these issues must be standing agenda items for EO Committees.
Q.  Why have the requirements of the CEO been changed?

A.  The requirements for the CEO to be a champion of EO for women, and to lead a gender inclusive workplace culture which holds managers accountable for outcomes for women have not changed.  Many organisations have advised that they did not know what was expected in relation to criterion 5 so we have made it clear exactly the information organisations should provide.
Q.  Why is EOWA now asking for total remuneration not just base salaries?

A.  
Previously EOWA used current ABS statistics as benchmarks for gender pay equity and these statistics were calculated using base salaries.  Base salaries do not take into consideration a whole range of elements of remuneration and do not provide a clear picture of where gender pay issues may be occurring.  Leading organisations who are serious about addressing gender pay issues are now focusing on total remuneration to highlight anomalies and provide the basis for action to reduce the gender pay gap. 

Q.  What should organisations be including in total remuneration?

A.   The definition of the term total remuneration includes the ordinary, basic or minimum wage or salary and any additional emoluments payable directly or indirectly, whether in cash or in kind, by the employer to the worker and arising out of the worker's employment. Applicants should include base pay, performance pay, allowances and benefits (eg cars and car parking, childcare fees, additional superannuation).

Q.   Most of our staff are on an award and therefore there is no gender pay inequity. Do we still have to complete the gender pay details and analysis?
A. Yes.  Organisations need to do the same analysis, providing actual annual salaries and other benefits for all staff (including award staff). It is not acceptable just to quote the award salary of the various grade levels and state there is no inequity.   
Q. Can my organisation use its own format for our EOCFW application as long as all the data is included?

A.   No. EOCFW applications will only be accepted on the EOCFW application form.

Q.  Should I email my EOCFW application?
A.  Yes.  EOCFW applications will ONLY be accepted by email to our email box 
      eocfwapplication@eowa.gov.au.  EOWA cannot accept applications that are  

      faxed or posted.     

