
 

 

At CSR we place great importance on 

our people and are committed to promoting 
a safe and inclusive workplace where our 
people can grow and develop. We are 
committed to building and nurturing our 
team of diverse talent within a culture of 
high performance. This includes advancing 
gender equality at every level, creating 
opportunities for diverse talent to progress 
in a flexible environment, and our 
commitment to equitable and market-
competitive compensation.  

CSR has made progress on gender pay 

gaps and we are committed to continuous 

improvement. We have found that the 

gender pay gap is mainly driven by two 

historical factors:  

• Gender mix and seniority: While 

we have addressed the 

disparity in like-for like-roles, we 

currently employ more men at 

most levels, including senior 

roles that attract higher 

remuneration and incentives.   

• Operational environment: Men 

make up most of the 

warehouse, trades and 

production wages workforce 

96.5% as at November 2023, 

and these roles attract overtime 

pay and other allowances.  

 

 

Action to address broader gender pay gaps 

has focused on building the pipeline of 

women in leadership and operational roles 

across the organisation, reviewing our 

policies including parental leave, and 

creating a safe and engaging environment 

that enables all employees to thrive.  

CSR is committed to paying our people 

accurately and equitably.  The median 

base salary gap between male and female 

employees in like-for-like roles is 0.1%. We 

have embedded processes to ensure we 

maintain fair pay practices for new hires 

and existing employees. 

We are proud of the progress we have 

made and acknowledge that there is more 

work to be done. We are fully committed to 

achieving our goals.  

Why closing the gap is important to us  

Closing the gender pay gap is not only the 

right thing to do, but it's also a strategic 

investment.  

It enables CSR to attract a diverse pool of 

candidates who will represent the 

communities we serve, and foster a culture 

of innovation, improved decision-making, 

and ultimately, better solutions for our 

customers. 

 

 

 



 

 

Our approach and actions  

CSR has taken a leader-led and data-

driven approach to reducing organisation-

level gender pay gaps. This includes 

analysing the data and listening to our 

people to understand and address the 

barriers to building a more diverse team at 

all levels.  

The insights gained from these efforts have 

been used to implement the following 

actions: 

• Executives are responsible for 

increasing the proportion of women 

in senior leadership positions through 

internal development and promotion, 

and external recruitment. 

• The creation of robust processes and 

systems to address gender pay gaps, 

including: 

o Twice yearly like-for-like gender 

pay gap reviews for ‘like-for-like’ 

roles. A systemic approach to 

gender pay disparity means that 

CSR has successfully eliminated 

like-for-like gender pay gaps. 

o Applying a gender lens to the 

annual review cycle – since 2021, 

CSR has continuously monitored 

and managed gender pay gaps by 

embedding principles that address 

them during the annual review 

cycle. This has contributed to a 

decrease in the median total 

gender pay gap from 21.1% in 

2020 to 20.8% in 2023. 

o Increased governance and rigour 

addressing remuneration on new 

hires - CSR uses a transparent 

process, grounded in clear 

competencies and internal role 

relativity data, to determine 

remuneration at the point of hire. 

This removes the potential for bias 

to impact salaries at point of hire.  

o Review of position descriptions 

and job advertisements to remove 

gender bias.   

• Expansion of parental leave policies 

and family care policies, ensuring 

they are gender neutral and provide 

all parents the opportunity to grow 

their family without financial penalty. 

Together with superannuation paid 

for a period of unpaid parental leave, 

these policies support women to 

remain in, or return to, the workforce.  

• A "Respect at Work Policy" that is 

applicable to all individuals working 

at CSR, as well as visitors to CSR 

sites who engage with CSR 

employees. This policy includes 

extensive training for all our team to 

ensure awareness, acknowledgment, 

and successful implementation. 

• ‘Belonging’ program - events that 

bring CSR people together in a 

‘belonging at CSR’ context, 

acknowledge and celebrate cultural 

occasions and significant days, such 

as International Women’s Day, 

throughout the year and provide a 

starting point for our team to 

participate in inclusion, learn more 

about their colleagues and increase 

visibility of diverse and under-

represented groups within CSR. 

• A targeted mentoring program - ‘Built 

to Lead’. This resulted from feedback 

in employee listening sessions and is 

a formal mentoring program for 

aspiring women leaders at CSR. Built 

to Lead serves as a catalyst for 

cultivating diverse leadership and 

driving positive change for the next 

generation of leaders with the right 

infrastructure of support and 

opportunity for self-awareness.  

 

 



 

 

Next Steps  

CSR will continue to prioritise diversity and 

inclusion through the robust and 

systematic measures in place, alongside 

the continued development of policies and 

practices that empower our people. We are 

focused on supporting the key drivers of 

gender equality through a data driven, and 

leader led approach. 
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