Appendices

Appendix seven:
Workforce diversity and inclusion

Diversity, Inclusion and Accessibility Framework

In 2023-24, we continued to implement our Diversity, Inclusion and Accessibility Framework. This provides an overarching platform for the Audit
Office to ensure meaningful employment opportunities to all people regardless of culture, disability, gender or background. We are working
towards breaking down any barriers that may exist and putting targets in place to allow us to build a stronger, more innovative workforce. The
framework also incorporates our Disability Inclusion Action Plan.

Key achievements and planned activity under this framework can be found on pages 63—64 of this report, and full details of our Diversity.
Inclusion and Accessibility Roadmap 2021-25 are available on our website.

The following tables demonstrate the trends in representation and distribution of workforce diversity groups over the last five years.

Trends in the representation of workforce diversity groups

Benchmark/Target* 2019-20 2020-21 2021-22 2022-23 2023-24
Workforce diversity group % % of total staff
Women 50° 53.6 54.7 55.0 56.5 55.6
Aboriginal and Torres Strait Islander peoples 3.32 0.4 1.7 2.0 1.9 1.4
People whose first language spoken as a 23.23 46.5 46.3 47.7 53.8 56.8
child was not English
People with a disability 5.64 14 1.7 1.0 0.6 14
People with a disability requiring n/a 1.1 1.4 0.7 0.6 0.6

work-related adjustment

* Provided by the Public Service Commission.
1 The benchmark of 50% for representation of women across the sector is intended to reflect the gender composition of the NSW community.

2 The NSW Public Sector Aboriginal Employment Strategy 2019-25 takes a career pathway approach in that it sets an ambitious target of 3% Aboriginal employment at each non-executive
grade of the public sector by 2025.

3 Abenchmark from the Australian Bureau of Statistics (ABS) Census of Population and Housing has been included for people whose first language spoken as a child was not English.
The ABS Census does not provide information about first language but does provide information about country of birth. The benchmark of 23.2% is the percentage of the NSW general
population born in a country where English is not the predominant language.

4 In December 2017 the NSW Government announced the target of doubling the representation of people with disability in the NSW public sector from an estimated 2.7% to 5.6% by 2027.

Trends in the distribution of workforce diversity groups

Workforce diversity group Benchmark/

Target*, **, *** 2019-20 2020-21 2021-22 2022-23 2023-24
Women 100 98 98 98 95 95
Aboriginal and/or Torres Strait Islander peoples 100 n/a n/a n/a n/a n/a
People whos.e first language spoken as a child 100 95 04 20 20 20
was not English
People with a disability 100 n/a n/a n/a n/a n/a
People with a disability requiring 100 n/a n/a n/a n/a n/a

work-related adjustment

* Provided by the Public Service Commission.

**  ADistribution Index score of 100 indicates that the distribution of members of the workforce diversity group across salary bands is equivalent to that of the rest of the workforce. A score
less than 100 means that members of the workforce diversity group tend to be more concentrated at lower salary bands than is the case for other staff. The more pronounced this
tendency is, the lower the score will be. In some cases, the index may be more than 100, indicating that members of the workforce diversity group tend to be more concentrated at higher
salary bands than is the case for other staff.

***  The Distribution Index is not calculated when the number of employees in the workforce diversity group is less than 20 or when the number of other employees is less than 20.
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