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#Workplace overview

Policies and strategies

1: Do you have a formal policy and/or formal strategy in place that specifically supports gender
equality in the following areas?

…Recruitment Yes( )Select all that apply

…Yes
Policy 
Strategy 

…Retention Yes( )Select all that apply

…Yes
Policy 
Strategy 

…Performance management processes Yes( )Select all that apply

…Yes Policy

…Promotions Yes( )Select all that apply

…Yes Policy

…Talent identification/identification of high
potentials

Yes( )Select all that apply

…Yes Policy 
Strategy 

…Succession planning No( )Select all that apply

…No
Not a priority 
Other (please provide) 

…Other (please provide)

APRA AMCOS is investing in a leadership
development program that will run throughout
2022 with a focus on developing the skills and
capability of our leadership bench and creating
a pipeline for future leaders. Called the
Together, Together program, the initiative
includes all levels of management, enables
cross-functional and cross-hierarchical
connections, and focuses on skills that are
essential to leading in a hybrid context.

…Training and development Yes( )Select all that apply

…Yes Policy 
Strategy 

…Key performance indicators for managers
relating to gender equality

No( )Select all that apply

…No Not a priority

2: Do you have formal policy and/or formal strategy in place that support gender equality overall?
Yes( )Select all that apply



…Yes Policy 
Strategy 

3: Does your organisation have any of the following targets to address gender equality in your
workplace?

Increase the number of women in male-dominated roles 
Increase the number of women in leadership positions 
Increase the number of men in female-dominated roles 
Increase the number of men taking parental leave 
Other( ) Please provide details

…Other

The opportunity to have Hybrid Working
Arrangements is considered standard for most
roles at APRA AMCOS. Most APRA AMCOS
employees are able to work from home for up to
60% of their average working hours per week.
The opportunity to request flexible start and
finish times within the normal span of hours is
also considered standard for most roles across
APRA AMCOS.

4: If your organisation would like to provide additional information relating to your gender equality
policies and strategies, please do so below.

APRA AMCOS is looking to enter into a collaborative partnership with a provider to develop a career mobility
framework that will enable career mobility, bolster retention and engagement and enhance organisational
culture. The framework will enable a deeper understanding of the core roles required by our organisation, the
skills and competencies of our workforce and create transparency and understanding of how employee roles
are organised relative to scope, skills, competencies, and responsibilities. Our goal is to provide this line of
sight across the organisation, and to create a framework that enables a nuanced, tangible sense of
progression to improve retention/reduce attrition, reduce gender segregation, increase employee engagement,
improve productivity and career satisfaction.

 

We have enhanced our comprehensive gender-equitable parental leave policy boosting APRA AMCOS funded
parental leave benefit from 10 weeks to

18 weeks at full pay. Eligibility criteria have also dropped to allow permanent full-time or part-time employees
who have completed at least 12 months' service with APRA AMCOS to access the benefit. The policy also
provides superannuation payments during periods of unpaid parental leave. Our policy conveys a critical
message to our employees that it is realistically possible to continue with your journey with APRA and plan a
family concurrently.

Our Hybrid and Flexible Working Arrangements policy means that all staff, men, women and gender non-binary people, are

able to enjoy hybrid working as a standard condition of employment for most roles and are also able to request flexibility on

their start and finish times within their normal span of hours.



All these policies and strategies have been adopted to enable greater gender equity, inclusion and participation in work

opportunities across APRA AMCOS.

Governing bodies

Australasian Performing Right Association Ltd

1: Does this organisation have a governing
body?

Yes(Provide further details on the governing
)body(ies) and its composition

1.1: What is the name of your governing body?
Australasian Performing Right Association
(APRA)

1.2: What type of governing body does this
organisation have?

Board of directors

1.3: How many members are on the governing
body and who holds the predominant Chair
position?

…Chairs

…Female 1

…Male 0

…Non-binary 0

…Members

…Female 4

…Male 8

…Non-binary 0

1.4: Do you have a formal selection policy
and/or formal selection strategy for this
organisation's governing body members?

Yes( )Select all that apply

Policy

1.5: Has a target been set to increase the
representation of women on this governing
body?

No( )Select all that apply

Insufficient resources/expertise

1.6: Do you have a formal policy and/or formal
strategy in place on the gender composition of
your governing body?

No

Not aware of the need

2.1: What is the name of your governing body? Australasian Mechanical Copyright Owners
Society (AMCOS)

2.2: What type of governing body does this
organisation have?

Board of directors

2.3: How many members are on the governing
body and who holds the predominant Chair
position?



…Chairs

…Female 0

…Male 1

…Non-binary 0

…Members

…Female 3

…Male 9

…Non-binary 0

2.4: Do you have a formal selection policy
and/or formal selection strategy for this
organisation's governing body members?

Yes( )Select all that apply

Policy

2.5: Has a target been set to increase the
representation of women on this governing
body?

No( )Select all that apply

Insufficient resources/expertise

2.6: Do you have a formal policy and/or formal
strategy in place on the gender composition of
your governing body?

No

Insufficient resources/expertise

2: If your organisation would like to provide additional information relating to governing bodies and
gender equality in your workplace, do so below.

Our selection policy for Board Members is formally set out in our Constitution. Board
Members must be elected by the respective memberships of APRA and AMCOS, and
therefore we cannot set gender-based targets or guidelines for these appointments. That
said, in 2021, for the first time, APRA had a Writer Director Board Member who voluntarily
stepped down after 21 years of service specifically stating that he was doing this to support
the Board's Diversity aspirations. In addition, the APRA Writer Directors issued an open
letter to all voting members of the writer membership stating their commitment to diversity
on the board and calling on the membership to exercise their agency by actively
participating in the voting process and enabling that diversity.

APRA and AMCOS continue to actively seek to improve the representation of women in
their membership bases through a broad range of initiatives, so that there will, over time, be
more balanced outcomes for both Boards. We are delighted to report that, as a result of
deliberate effort:

Female representation on the AMCOS Board (12 members) has increased from 0 to 2.
The number increases to 3 when you add in that the APRA Board has also enabled
the addition of a female non-executive alternate publisher director.
Female representation on the APRA Board (12 members) has increased from 3 in the
2021 reporting year to 4 in the 2022 reporting year, and this new female representative



is a publisher director. In addition, we have enabled the inclusion of a female
non-executive alternate publisher director, raising the potential number of women
directors at any Board meeting to 5.



#Action on gender equality

Gender pay gaps

1: Do you have a formal policy and/or formal strategy on remuneration generally?
Yes( )Select all that apply

…Yes
Policy 
Strategy 

1.1: Are specific pay equity objectives
included in your formal policy and/or formal
strategy?

Yes( )Select all that apply

…Yes

To achieve gender pay equity 
To ensure no gender bias occurs at any point in
the remuneration review process (for example at
commencement, at annual salary reviews,
out-of-cycle pay reviews, and performance
reviews) 
To implement and/or maintain a transparent and
rigorous performance assessment process 
To be transparent about pay scales and/or
salary bands 

2: What was the snapshot date used for your Workplace Profile?
31-Mar-2022

Employer action on pay equity

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

Yes(Provide further details on the most recent gender remuneration gap analysis that was
)undertaken.

1.1: When was the most recent gender
remuneration gap analysis undertaken?

Within the last 12 months

1.2: Did you take any actions as a result of
your gender remuneration gap analysis?

Yes( )Select all that apply

1.2: Did you take any actions as a result of your
gender remuneration gap analysis?

.. Yes

Identified cause/s of the gaps 
Reviewed remuneration decision-making
processes 
Analysed commencement salaries by gender to
ensure there are no pay gaps 
Reported pay equity metrics (including gender
pay gaps) to the governing body 
Reported pay equity metrics (including gender
pay gaps) to the executive 
Corrected like-for-like gaps 



Reported pay equity metrics (including gender
pay gaps) to all employees 

1.3: You may provide details below on the
type of gender remuneration gap analysis
that has been undertaken (for example
like-for-like and/or organisation-wide)

Once again, APRA uses the WGEA Workplace
Profile reporting data to assess gender pay
parity on an organisation-wide basis, and the
annual market salary review process to assess
pay-parity on a like-for-like basis.

We continue to consult with external specialist
firms such as Aon Hewitt to adopt best practice
approaches to remuneration and reward.

3: If your organisation would like to provide additional information relating to employer action on
pay equity in your workplace, please do so below.

Where possible, when conducting a pay equity analysis on a role, we typically identify peers
that are performing substantially similar work and examine the causes of any pay
differences to help with decision making.

It is important to note that over 2021-2022, the very tight candidate market and high level of
competition for talent has driven up salaries for certain types of roles, such as in technology,
which has contributed to emerging salary inequities, especially for role types that are
typically male dominated, which we have limited influence over.

Employee consultation

1: Have you consulted with employees on issues concerning gender equality in your workplace
during the reporting period?

Yes( )Provide further details on the employee consultation process.

1.1: How did you consult employees?

Survey 
Consultative committee or group 
Exit interviews 
Other (provide details) 
Performance discussions 

…Other (provide details)

Employees are actively using the one-on-one
conversations feature where managers hold
regular discussions with staff to gauge not only
their workload and progress, but also their
experience of their teams and the organisation.

1.2: Who did you consult? ALL staff

2: Do you have a formal policy and/or formal strategy in place on consulting employees about
gender equality?

Yes( )Select all that apply.



…Yes Strategy

3: On what date did your organisation share your previous year’s public reports with employees?
28-Jul-2021

4: Does your organisation have shareholders?
No

5: Have you shared previous Executive Summary and Benchmark reports with the governing
body?

Yes

6: If your organisation would like to provide additional information relating to employee
consultation on gender equality in your workplace, please do so below.



#Flexible work

Flexible working

1: Do you have a formal policy and/or formal strategy on flexible working arrangements?
Yes( )Select all that apply

…Yes
Policy 
Strategy 

…A business case for flexibility has been
established and endorsed at the leadership
level

Yes

…Leaders are visible role models of flexible
working

Yes

…Flexible working is promoted throughout
the organisation

Yes

…Targets have been set for engagement in
flexible work

Yes

…Targets have been set for men's
engagement in flexible work

Yes

…Leaders are held accountable for improving
workplace flexibility

Yes

…Manager training on flexible working is
provided throughout the organisation

Yes

…Employee training is provided throughout
the organisation

Yes

…Team-based training is provided
throughout the organisation

Yes

…Employees are surveyed on whether they
have sufficient flexibility

Yes

…The organisation's approach to flexibility is
integrated into client conversations

Yes

…The impact of flexibility is evaluated (e.g.
reduced absenteeism, increased employee
engagement)

Yes

…Metrics on the use of, and/or the impact of,
flexibility measures are reported to key
management personnel

Yes

…Metrics on the use of, and/or the impact of,
flexibility measures are reported to the
governing body

Yes

…Other (provide details) No

2: Do you offer any of the following flexible working options to MANAGERS in your workplace?



…Flexible hours of work Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men
Formal options are available 
Informal options are available 

…Compressed working weeks
No(You may specify why the above option is not

)available to your employees.

…No Other (provide details)

…Other (provide details)

Staff are able to submit written requests for
Flexible Working Arrangements and, where
reasonably possible, these are accommodated.
In some cases these have included enabling
compressed working weeks for limited periods.

…Time-in-lieu Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men Informal options are available 
Formal options are available 

…Telecommuting (e.g. working from home) Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men
Informal options are available 
Formal options are available 

…Part-time work Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply

…SAME options for women and men Formal options are available 
Informal options are available 

…Job sharing No(You may specify why the above option is not
)available to your employees.

…No Not aware of the need

…Carer's leave Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply

…SAME options for women and men Formal options are available 
Informal options are available 

…Purchased leave Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men
Formal options are available 
Informal options are available 

…Unpaid leave Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply



…SAME options for women and men
Formal options are available 
Informal options are available 

3: Are your flexible working arrangement options for NON-MANAGERS the same as the options
for managers above?

Yes

4: Has your organisation implemented an ‘all roles flex’ approach to flexible work?
Yes

5: Did you see an increase, overall, in the approval of FORMAL flexible working arrangements for
your workforce during the 2021-22 reporting period?

Yes, for both women and men

6: If your workplace includes hybrid teams (i.e. some employees in a team work remotely while
other employees in a team work at the organisation's usual workplace), have any of the following
measures been utilised to ensure the fair treatment of all employees regardless of work location?

Other( ) Provide details
Training for managers on how to work with flexible and remote/hybrid teams 
Training for non-managers on how to work with flexible and remote/hybrid teams 
Training for all employees on how to work with flexible and remote/hybrid teams 
Employee performance is measured by performance and not presenteeism 
All team meetings are held online 

…Other

We have a comprehensive Flexible and Hybrid
Working Policy that provides core flexibility for
all staff. It includes the option to work from home
for up to 60% of their work week, and the option
to request different start and finish times within
our normal span of hours. In addition we have
provided - and continue to provide on an
ongoing basis - online training on collaboration
tools that enable connection in a hybrid context.
All people managers are participating in an
extended training program to develop their skills
in enabling connection and collaboration, and in
coaching, mentoring and crucial conversations.
Regular online forums are held for all levels of
management, and for staff respresentatives to
ensure that any concerns are identified early
and we can work together to resolve them.
Rewards and social event have been
restructured to ensure they can be enable
participation whether in-person or online. Staff
Briefings are held each month on an online
platform, so all staff can participate. Hybrid
working has become embedded as a core
business practice and skill within APRA
AMCOS.

7: If your organisation would like to provide additional information relating to flexible working and
gender equality in your workplace, including specific changes due to the impact of the COVID-19
pandemic on your workplace, please do so below.



APRA AMCOS' combined workforce has transitioned to Hybrid Working over the last
six months.
APRA AMCOS believes that being together in person is good for our work community,
for our members and customers, and for our business. When we’re together in person,
we amplify and live up to our core values of collaboration, respect, skill, imagination
and accountability. We become fully the people and the organisation we aspire to be:
agile, astute, fair and human. We become a workplace that truly values belonging.
That is why our offices in Australia and New Zealand are, and will remain, the

.primary place of work for APRA AMCOS employees
We also value and support flexibility and recognise that flexibility is important in
maintaining a diverse and adaptable workforce. That is why we offer flexibility to
enable employees to have the flexibility to support their individual workstyles, while
balancing business needs and ensuring we nurture and live our culture and values.
While options around where and when employees work may differ based on role or
office location, our intention is to enable a hybrid workplace where individuals,

.teams and our business can be successful
APRA AMCOS offers employees the opportunity to work from home for up to 60% of
their average work hours per week ( ) and theHybrid Working Arrangements
opportunity to request flexibility in their work hours within the normal span of hours (

).Flexible Working Hours
APRA AMCOS also considers arrangements outside of standard Hybrid Working
Arrangements and Flexible Working Hours in accordance with legal requirements
which entitles certain categories of employees to make such a request and at its
discretion ( ).Additional Flexible Working Arrangements

APRA AMCOS is committed to employee wellbeing and connection and to supporting a
positive and inclusive culture, so since May 2022, we have enabled office access for all staff
and visitors, regardless of vaccination status.



#Employee support

Paid parental leave

1: Do you provide employer funded paid parental leave regardless of carer's status (i.e.
primary/secondary) in addition to any government funded parental leave scheme?

Yes, we offer employer funded parental leave that is gender equal (without using the
primary/secondary carer definition)

1.1: Please indicate whether your
employer-funded paid parental leave is
available to:

All, regardless of gender

1.2: Please indicate whether your
employer-funded paid parental leave
covers:

Birth 
Adoption 
Surrogacy 
Stillbirth 

1.3: How do you pay employer funded paid
parental leave?

Paying the employee's full salary

1.4: Do you pay superannuation
contribution to your carers while they are on
parental leave?

Yes, on employer funded parental leave 
Yes, on unpaid parental leave 

1.5: How many weeks (minimum) of
employer funded paid parental leave is
provided?

18

1.6: What proportion of your total workforce
has access to employer funded paid
parental leave, including casuals?

81-90%

1.7: Do you require carers to work for the
organisation for a certain amount of time (a
qualifying period) before they can access
employer funded parental leave?

Yes

1.7.1: How long is the qualifying period? 12

1.8: Do you require carers to take employer
funded paid parental leave within a certain
time period after the birth, adoption,
surrogacy and/or stillbirth?

Yes

1.8: Do you require carers to take employer
funded paid parental leave within a certain time
period after the birth, adoption, surrogacy and/or
stillbirth?

.. Yes

Within 12 months

2: If your organisation would like to provide additional information relating to paid parental leave
and gender equality in your workplace, please do so below.



APRA AMCOS values a workplace culture that fosters equity, belonging, and work-life
integration. Previously, staff needed to have completed at least two years of service with
APRA AMCOS to access 10 weeks' paid parental leave at full pay, regardless of whether or not they

. Now, permanent full-time or part-time employees who have completedare the Primary Care Giver

at least 12 months' service with APRA AMCOS can receive 18 weeks of paid parental leave
at full pay. This paid leave also extends to staff who take on foster care arrangements.

Additionally, to assist staff with a smooth transition back to work after Parental Leave, APRA AMCOS offers up to 3

hours of individualised coaching for staff who return to work following a period of Parental Leave.

We also offer a one-off Childcare Support Allowance of $2,000 for staff returning from a period of 12 months parental

leave.

Support for carers

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

Yes( )Select all that apply

…Yes Policy

2: Do you offer any of the following support mechanisms for employees with family or caring
responsibilities?

…Employer subsidised childcare
No(You may specify why the above support

)mechanism is not available to your employees.

…No Not aware of the need

…On-site childcare No(You may specify why the above support
)mechanism is not available to your employees.

…No Not aware of the need

…Breastfeeding facilities
Yes(Please indicate the availability of this

)support mechanism.

…Yes Available at ALL worksites

…Childcare referral services No(You may specify why the above support
)mechanism is not available to your employees.

…No Not aware of the need

…Internal support networks for parents
No(You may specify why the above support

)mechanism is not available to your employees.

…No Not aware of the need

…Return to work bonus (only select if this
bonus is not the balance of paid parental
leave)

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Information packs for new parents and/or
those with elder care responsibilities

No(You may specify why the above support
)mechanism is not available to your employees.



…No Not aware of the need

…Referral services to support employees
with family and/or caring responsibilities

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Targeted communication mechanisms
(e.g. intranet/forums)

No(You may specify why the above support
)mechanism is not available to your employees.

…No Not aware of the need

…Support in securing school holiday care
Yes(Please indicate the availability of this

)support mechanism.

…Yes Available at SOME worksites

…Coaching for employees on returning to
work from paid parental leave

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Parenting workshops targeting mothers
Yes(Please indicate the availability of this

)support mechanism.

…Yes Available at SOME worksites

…Parenting workshops targeting fathers Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at SOME worksites

…Other (provide details) No

3: If your organisation would like to provide additional information relating to support for carers in
your workplace, please do so below.

We value and support flexibility and recognise that flexibility is important in maintaining a diverse and adaptable workforce.

Employees have the opportunity to request flexible working arrangements to help manage/adjust their caring

responsibilities. APRA AMCOS will discuss the request with the employee and genuinely try to reach an agreement on a

change in working arrangements that will reasonably accommodate the employee’s circumstances having regard to their

needs arising from their circumstances. Flexible work can include changes to working hours, the way employees work or

the place they work.

Sex-based harassment and discrimination

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

Yes( )Select all that apply

…Yes Policy

1.1: Do you provide a grievance process in
any sex-based harasssment and
discrimination prevention formal policy
and/or formal strategy?

Yes

2: Do you provide training on sex-based harassment and discrimination prevention to the following
groups?

Yes(Please indicate how often is this training



…All managers )provided (select all that apply):

…Yes
At induction 
Every one-to-two years 

…All employees
Yes(Please indicate how often is this training

)provided (select all that apply):

…Yes
At induction 
Every one-to-two years 

3: If your organisation would like to provide additional information relating to sex-based
harassment and discrimination, please do so below.

APRA AMCOS is committed to fostering a safe, respectful and inclusive environment for everyone in our workplace. We

want to be part of a music industry that upholds a high level of professional respect, conduct and integrity, and does not

condone any form of discrimination, harassment, bullying, vilification or violence. We recognise and accept that creating

and sustaining a positive, safe and inclusive workplace culture requires constant and diligent focus and effort from all of us.

We have a responsibility to ensure all employees are treated fairly. We ensure information
relating to bullying, harassment and discrimination, is part of new employee inductions and
information are also readily available on the intranet.

Family or domestic violence

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

Yes( )Select all that apply

…Yes Policy

2: Other than a formal policy and/or formal strategy, do you have the following support
mechanisms in place to support employees who are experiencing family or domestic violence?

…Employee assistance program (including
access to psychologist, chaplain or
counsellor)

Yes

…Training of key personnel Yes

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

No( )Select all that apply

…No Not aware of the need

…Workplace safety planning Yes

…Access to paid domestic violence leave
(contained in an enterprise/workplace
agreement)

Yes( )Is the leave period unlimited?

…Yes No

: How many days of paid domestic violence
leave (contained in an enterprise/workplace
agreement) are provided?

5

…Access to unpaid domestic violence leave
(contained in an enterprise/workplace
agreement)

Yes( )Is the leave period unlimited?



…Yes Yes

…Access to paid domestic violence leave
(not contained in an enterprise/workplace
agreement)

Yes( )Is the leave period unlimited?

…Yes No

: How many days of paid domestic violence
leave (not contained in an
enterprise/workplace agreement) are
provided?

5

…Access to unpaid leave Yes( )Is the leave period unlimited?

…Yes Yes

…Confidentiality of matters disclosed Yes

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

Yes

…Protection from any adverse action or
discrimination based on the disclosure of
domestic violence

Yes

…Flexible working arrangements Yes

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

Yes

…Offer change of office location Yes

…Emergency accommodation assistance Yes

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

Yes

…Other (provide details) No

3: If your organisation would like to provide additional information relating to family and domestic
violence affecting your workplace, please do so below.

All APRA AMCOS staff (including permanent, fixed-term and casual employees) are entitled to access up to five (5) days

paid Domestic and Family Violence leave each year. The number of days leave is pro-rated for part-time employees.

Employees can also consider if they wish to apply for a flexible working arrangement due to the employee experiencing

violence from a member of the employee’s family or to provide care or support to a member of the employee’s immediate

family, or a member of the employee’s household, who requires care or support because the member is experiencing

violence from the member’s family.  



Workforce Management Statistics Table

Industry:  Motion Picture and Sound Recording Activities

Question Contract
Type Employment Type Manager Category Female Male Total*

1. How many employees
were promoted?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

N/A Casual CEO, KMPs, and HOBs

Managers

Non-managers

2. How many employees
(including partners with an
employment contract) were
internally appointed?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

N/A Casual CEO, KMPs, and HOBs

Managers

Non-managers

3. How many employees
(including partners with an
employment contract) were
externally appointed?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

N/A Casual CEO, KMPs, and HOBs

Managers

Non-managers

2

8

0

0

4

0

2

4

0

0

0

1

0

0

0

0

0

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

11

0

0

3

0

0

8

0

0

1

0

0

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

24

0

0

12

0

0

12

0

0

26

0

1

11

0

0

15

0

1

0

0

0

0

0

0

0

0

0

1

0

0

1

0

0

0

0

0

5

0

0

3

0

0

2

0

0

* Total employees includes Gender X



Workforce Management Statistics Table

Industry:  Motion Picture and Sound Recording Activities

Question Contract
Type Employment Type Manager Category Female Male Total*

4. How many employees
(including partners with an
employment contract)
voluntarily resigned?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

N/A Casual CEO, KMPs, and HOBs

Managers

Non-managers

5. How many employees
have taken primary carer's
parental leave (paid and/or
unpaid)?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

N/A Casual CEO, KMPs, and HOBs

Managers

Non-managers

6. How many employees
have taken secondary
carer's parental leave (paid
and/or unpaid)?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

N/A Casual CEO, KMPs, and HOBs

Managers

Non-managers

24

1

0

10

0

0

14

1

0

16

0

1

10

0

0

6

0

1

1

0

0

0

0

0

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

3

3

0

0

0

0

3

3

0

0

0

0

0

0

0

0

0

0

1

0

0

0

0

0

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

3

1

0

3

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

* Total employees includes Gender X



Workforce Management Statistics Table

Industry:  Motion Picture and Sound Recording Activities

Question Contract
Type Employment Type Manager Category Female Male Total*

7. How many employees
ceased employment before
returning to work from
parental leave, regardless
of when the leave
commenced?

Full-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

Part-time Permanent CEO, KMPs, and HOBs

Managers

Non-managers

Fixed-Term ContractCEO, KMPs, and HOBs

Managers

Non-managers

0

1

0

0

0

0

0

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

* Total employees includes Gender X



Workplace Profile Table

Occupational category* Employment status

No. of employees

 F  M

Managers Full-time permanent

Full-time contract

Part-time permanent

Professionals Full-time permanent

Full-time contract

Part-time permanent

Part-time contract

Casual

Clerical And Administrative
Workers

Full-time permanent

Full-time contract

Part-time permanent

Part-time contract

Casual

Sales Workers Full-time permanent

Full-time contract

Part-time permanent

Casual

2

5

39

2

2

33

1

1

1

6

35

0

2

1

12

26

0

1

3

2

35

1

0

10

4

60

5

1

4

16

3

2

5

8

Number of apprentices and
graduates (combined)

  F   M

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

Total
employees**

4

7

72

1

3

2

18

61

1

1

13

6

95

8

3

9

24

Industry:  Motion Picture and Sound Recording Activities

* Categorised using ANZSCO major group codes (this means Professionals who are also Managers are categorised as
Professionals)
** Total employees includes Gender X



Workplace Profile Table

Manager category Level to CEO Employment status

No. of employees

F M Total*

CEO 0 Full-time permanent

KMP -1 Full-time contract

GM -1 Full-time permanent

-2 Full-time permanent

Part-time permanent

SM -2 Full-time permanent

-3 Full-time permanent

OM -2 Full-time permanent

-3 Full-time permanent

Part-time permanent

-4 Full-time permanent

-5 Full-time permanent

110

752

211

2

22

2

15

0

7

817

633

220

2

18

0

9

2

9

1266

110

* Total employees includes Gender X

Industry:  Motion Picture and Sound Recording Activities


