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Longer Version

WGEA Employer Statement
HomePlace Living Supports Inc.
Reporting Period: 2024–2025
At HomePlace Living Supports Inc., we are committed to building a workplace grounded in Trust, Safety, Respect and Enduring Partnerships. These values guide our approach to fostering a fair, inclusive, and equitable environment for all employees.
As part of our Workplace Gender Equality Agency (WGEA) reporting obligations, we have reviewed our 2024–25 gender equality data. We welcome the opportunity to reflect on our progress and identify practical ways to strengthen gender equity across our organisation.

Our 2024–25 Gender Equality Insights
Pay Equity
· Average Total Remuneration Gap: 2.5% (men earning slightly more on average)
· Median Total Remuneration Gap: 0.0%
· Average Base Salary Gap: 0.0%
· Median Base Salary Gap: 2.5%
These results show that our organisation maintains a low overall gender pay gap, with no median gap in total remuneration and no difference in average base salary. This reflects positively on our consistent approach to structured pay and role-based remuneration.

Representation Across the Organisation
Leadership and Management
· CEO / Head of Business / Key Management Personnel: 50% women, 50% men
· Managers: 50% women, 50% men
We are proud to demonstrate gender-balanced representation at leadership and management levels.
Non‑Manager Roles
· Non‑Managers: 29% women, 71% men


The gender imbalance within our non‑manager workforce is a contributing factor to our pay distribution outcomes and remains an area for targeted attention.

Pay Distribution & Workforce Structure
Analysis of pay quartiles shows that:
· Men are concentrated in the upper and upper middle pay quartiles (71% and 68% respectively),‑middle pay quartiles (71% and 68% respectively),
· While women are more represented in the lower quartiles.
This distribution highlights an opportunity to better support equitable representation across role types, job levels, and pathways into higher paid roles.‑paid roles.

Our Commitment and Next Steps
While our overall gender pay gap is low, we recognise there are opportunities for continued improvement. To support ongoing gender equity, we will focus on:
1. Strengthening Pathways and Progression
Undertaking targeted analysis of promotion pathways, role design, and development opportunities to ensure women and men have equitable access to advancement.
2. Improving Gender Balance Across Nonmanager Roles‑Manager Roles
Reviewing our recruitment and retention strategies to support better representation across all occupational groups and levels.
3. Continuing Transparent Pay Practices
Maintaining structured remuneration processes to preserve our strong base salary equity outcomes and ensure fair, consistent decision-making.‑making.
4. Monitoring, Reviewing, and Reporting
Embedding ongoing gender based analysis into HR practices to track progress, identify barriers, and engage with employees and leaders across the organisation.‑based analysis into HR practices to track progress, identify barriers, and engage with employees and leaders across the organisation.

Our Commitment to an Inclusive Future
HomePlace remains committed to a workplace where everyone feels safe, respected, and supported to thrive—regardless of gender. We acknowledge the areas where improvement  is required and are dedicated to ongoing action that strengthens gender equity throughout our organisation.
By aligning our efforts with our core values and fostering a culture of trust and partnership, we will continue to build a more inclusive and sustainable workplace for all.
Short form – social media etc
HomePlace Living Supports Inc. | Reporting Period 2024–25
At HomePlace, we are committed to a workplace built on Trust, Safety, Respect, and Enduring Partnerships. Our latest WGEA gender equality results show we are performing strongly, with a low overall gender pay gap and balanced representation in leadership roles.

Key Highlights
· Average total remuneration gap: 2.5% (men slightly higher)
· Median total remuneration gap: 0.0%
· Leadership representation: 50% women, 50% men

Areas for Improvement
We see opportunities to strengthen gender balance within nonmanager roles, where more men are currently represented, and to improve distribution across higher paid quartiles.
‑manager roles‑paid quartiles.
Our Commitment
We will continue to:
· Review pathways for progression
· Monitor recruitment and retention practices
· Maintain transparent and equitable pay processes
HomePlace remains dedicated to building an inclusive environment where all employees can thrive.
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