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Australian Ethical Investment  

Diversity Policy 
 

1 .  C O N T EX T  

It is core to Australian Ethical’s ethos to promote human happiness and dignity and avoid discrimination in 
all its forms.  We believe that a culturally diversified workplace reflective of society as a whole brings a 
broad perspective better able to service our clients. Diversity of ideas and perspectives leads to better 
outcomes and we encourage an environment where all perspectives are welcomed and can be robustly 
debated.   

 

Our approach goes beyond the mere avoidance of discrimination but a proactive approach to inclusiveness 
and addressing structural inequities in the marketplace that prevent our workforce from being reflective of 
society as a whole. 

 

2 .  D I VE RSI T Y  

Workplace diversity refers to the variety of differences between people and how these differences are 
managed and expressed in the workplace. Diversity encompasses differences in ethnicity, gender, 
language, age, sexual orientation, religion, socio-economic status, physical and mental ability, thinking 
styles, ideas and perspectives, experience and education. It encourages acceptance and respect.  

 

3 .  A PP L I C AT I O N  

i. This policy covers diversity in all its forms. Specific requirements concerning gender are covered in 
paragraph 4. 

ii. This policy applies to diversity in the Australian Ethical workplace. A separate policy covers our 
approach to encouraging diversity in the companies in which we invest.  
 

4 .  G UI D I N G P RI NC I PL ES  

 Ensure employees are treated equally, with respect and dignity. 

 Promote inclusive ways of working together. 

 Eliminate any bias and prejudice. 

 Communicate with each other respectfully. 

 Encourage employees to understand, appreciate and champion equity, diversity and inclusion in the wider 
world 

 Continue to take a leadership position on diversity initiatives industry wide 
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5 .  G E N DE R DI VER S I T Y  

Context 

Australian Ethical views the current state of gender diversity in the Australian workplace as a social inequity in 
that it is not reflective of society as a whole. There are structural barriers that need to be overcome requiring 
more than ensuring no discrimination. Rather, a normative approach to redressing the inequity is required.   

Special practices 

i) Recruitment – in financial services as a whole there tends to be far more male candidates than female 
as a result of long term structural imbalances in the market. Within certain sectors the situation is 
greater than others. In some sub-sectors of the market, females dominate. We aim to redress these 
inequities by: 

a. proactively working to encourage equal representation in shortlists for all positions. For the 
purposes of this paragraph a shortlist is defined as being candidates that proceed to final 
interview.   

b. recognising that diversity is a relevant factor in assessing a candidate’s capacity to contribute 
to the company including its decision making and pursuit of its purposes. 

c. in circumstances where candidates are equivalent in all other respects, gender may be the 
deciding factor if there are imbalances we wish to address.  

d. in certain circumstances we may specifically seek a candidate of a certain gender to fill a 
particular role.  

e. in assessing the appropriate level of diversity we will be guided by our targets described below. 
f. re-dressing imbalances as above may require keeping vacancies open for longer than 

anticipated so the approach will only be taken if it does not place undue risk on the business.     
   

ii) Flexible working arrangements  – we recognise and respect the pressures that arise in balancing career 
and family and provide working arrangements that support working parents of different genders. We 
specifically encourage support of male employees in their caring roles to help break the stigma in the 
market that such responsibility sits primarily with female partners.    

 

iii) Leave policies  - our leave policies are designed to minimise as much as possible the impact to career 
from breaks in having a family. Specifically we provide: 

a. 18 weeks  paid parental leave for the primary carer; 
b. 2 weeks paid parental leave for secondary carers 
c. Up to 34 weeks  leave without pay ; an additional 52 weeks of leave can also be requested 
d. Superannuation contributions maintained for up to 12 months; 
e. Parental leave applies equally to all genders. 

 
iv) Parental leave communication – we keep in touch with employees on parental leave, invite employees 

to attend all social events, training or team building which occurs during their leave.  We also arrange 
meetings with employees near the end of their leave to discuss return to work expectations, such as 
hours of work, flexible working arrangements or any adjustments that need to be made.  
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v) Career development  - we encourage attendance at women forums for women in leadership positions 
and emerging talent to network and discuss diversity issues. We support mentoring for women by 
women to build capability and encourage career development.  

Targets 

Our targets for achieving gender diversity are: 

i) 40% minimum of male and female gender at board level 
ii) 40% minimum of female and male  gender at Senior Management level 
iii) 50% either gender across workforce 

These are not quotas but targets that guide our recruitment practises as described above taking into account 
undue risks placed on the business.    

 

6 .  D I SC LO S U RE  

We will report our diversity on an annual basis in our sustainability report according to the following measures: 

i) Gender – status against the above targets plus other measures 
ii) Ethnicity 
iii) Age 
 

7 .  E N VI RO N M E NT A L  CO N T EX T 

Charter 

Our Charter requires: 

i) a positive obligation to promote “human happiness and dignity” (paragraph h) 
ii) a duty to avoid activities that “discriminate by way of race, religion or sex in employment” (paragraph 

x). 

Good Governance and Legislative requirements 

i) Recommendation 1.5 of the ASX Corporate Governance Council’s Corporate Governance Principles and 
Recommendations (3rd Edition) in relation to the disclosure of a diversity policy, setting measurable 
gender diversity objectives and disclosing progress towards these for each reporting period 

ii) Workplace Gender Equality Act (for workplaces with 100 employees or more) 

Market standards and guidelines 

i) Financial Services Council (Standard 20) 
ii) Global Reporting Initiative  
iii) UN Women’s Empowerment Principles 
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Other market norms 

i) Australian Institute of Company Directors 
ii) Australian Council of Superannuation Investors  

 


