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© 2009 Energetics. All rights reserved.
"Energetics" refers to Energetics Pty Ltd and any related entities.

This report is protected under the copyright laws of Australia and other countries as an unpublished work. This report contains
information that is proprietary and confidential to Energetics and subject to applicable Federal or State Freedom of Information
legislation, shall not be disclosed outside the recipient's company or duplicated, used or disclosed in whole or in part by the
recipient for any purpose other than for which the report was commissioned. Any other use or disclosure in whole or in part of
this information without the express written permission of Energetics is prohibited.

Disclaimer

While every effort has been made to ensure the quality of the information provided in this report no representation or warranty,
express or implied, is made as to the accuracy, adequacy or reliability of any statements, estimates, opinions or other
information contained in this report (any of which may change without notice).

To the maximum extent permitted by law Energetics, and its related bodies corporate and their respective directors, officers,
employees, agents and advisers disclaim all liability and responsibility (including without limitation any liability arising from fault
or negligence) for any direct or indirect loss, damage, cost or expense which may be suffered through use or reliance on
anything contained in or omitted from this report.

To the extent that this report contains prospective financial information, that information has been based on current expectations
about future events and is subject to risks, uncertainties and assumptions that could cause actual results to differ materially from
the expectations described in such prospective financial information.

Past performance is not indicative of future performance.

Where conclusions have been drawn based upon information provided to Energetics by the recipient of this report, Energetics
has relied upon the accuracy of the information provided.
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Executive Summary

Energetics is a specialist management consultancy in the business of climate
change. In partnership with our clients, we help them transition to a carbon-
constrained environment by managing risks, achieving cost reductions and
identifying new opportunities. Our aim 1is to achieve climate change
commitment — from the top to the bottom line.

This company is comprised of 5 state offices in NSW, VIC, QLD, WA and the ACT. The Head Office is
based in North Sydney. At Energetics, we have a passionate and enriching workplace culture as well
as a strong commitment to the environment. Feedback gathered from staff, both formally and
informally, indicate that Career Development and Communication are two key areas of challenge.
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2. Analysis

a) To analyse issues of concern for women at Energetics Pty Ltd the following activities were
considered:

. the Workplace Profile,

. rates of promotion,

o turnover trends,

. exit interview data,

. policies effective or in action (e.g. Affirmative Action Policy, Harassment and Discrimination

policy, EEO policy),
. informal/social activities, and

o informal feedback to HR.

b) When considering the seven employment matters in relation to the findings of the Workplace
Profile the following issues presented:

. Women represent 40% of the total Energetics workforce.

. Female representation at all levels is less than that of male representation.

. All salaries were comparable with the exception of Executives.

. There are more female employees in flexible working arrangements than men: ratio is 7:1.
2.1.  Recruitment and Selection

During the reporting period, the overall growth rate at Energetics was approximately 30%. Energetics
recruited 43 people in total, of which 17 were female. Therefore, females represented 40% of total
recruits.

Due to high growth and demand for our services and in order to retain a high quality of output,
sourcing skilled and talented employees is a high priority for Energetics. We have responded to this
challenge by recruiting a full time employee dedicated to sourcing staff who can better understand
both the business needs and the requirements of the roles. This allows us to source candidates from a
wide pool of talent and allows us to actively seek suitable candidates without any discrimination to
gender, age, race etc, especially in the area of engineering/consulting.

To eliminate any gender bias in recruitment, we use behavioural interviewing techniques, which focus
on the position and competencies required for the position. We have a clearly articulated list of values
and attributes we use to hire people into our business to assist retention and cohesion.

Energetics also offers an employee referral bonus to staff that have successfully referred a new
member to our team. We believe that introduction of new team members through existing staff has a
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more effective result as we will attract like minded individuals who have a better chance of fitting with
our culture and company vision.

2.2.  Promotion, transfer and termination

Out of 16 people promoted in the reporting period, 8 people were female. Hence there is a 50%
probability of a female being promoted within Energetics.

During the reporting period, 11 Females were awarded 6 star awards in recognition of their
exceptional customer service, making up 30% of all awards given to Energetics’ employees. Note that
our 6 star awards are supported by nominations for excellent service by our clients.

There were a total of 7 (30%) female terminations/resignations during the review period. Of those
female employees that were exit interviewed, the primary reason for leaving was that they were
looking for alternative employment.

Employees are also given the opportunity to work in another office/region within Australia through
utilising our relocation program. This program allows relocation costs to be covered by Energetics and
allows employees to experience working in another region whilst minimising the costs in moving to
another State. In the reporting period, a total of 6 employees partook in the relocation program out of
which 1 employee was female.

2.3.  Training & development

During the reporting year, Energetics funded a range of internal and external training programs for
employees including:

. LCA (Life Cycle Assessments)

. NGER (National Greenhouse and Energy Reporting)
. One-2-Five® (Software package)

. Energy Assessments

. QA/Project Management

. Coaching
. New Manager Training (Developing management expertise)
. Learning to Lead

. Leadership Coaching

. “Brown Bag” Training (Consists of informal meetings during lunch in which staff are invited to
share information).

. E-Team (Consists of a dedicated group of Energetics’ employees who represent the broader
Energetics’ family and train Energetics’ employees in how to act as an environmental role
model for our clients and partners).

. Great Barrier Reef Foundation (Three employees were selected to attend a 3 day field trip to
Heron Island in August 2008)
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The opportunity to attend work related training courses, both external and internal is available to all
employees.

2.4.  Work organisation

Employees continue to benefit from flexible working arrangements from the promotion of working from
home and flexible working hours. The total number of Energetics employees that have flexible working
hours is 16 (casual/part time). 11 of these employees are female, which is 69% of the total number of
employees who have flexible working arrangements. Energetics also has an employee who works full-
time and is able to work these hours across 4 days a week. Energetics also allows the flexibility for
employees to work from home if they have to care for a sick child or have other personal life
commitments. Hence Energetics provides flexibility in working hours and arrangements to ensure we
continue to attract and retain our female employees in the workplace.

2.5. Conditions of service

We continue to assess and evaluate our policies and practices to ensure they are discrimination free,
competitive in the market place and respond to the needs of our employees. We are currently
developing the following policies:

. Relocation
. Remuneration and Benefits
. Ethics

. Work/Life balance

. Employee Performance Management

. Career Progression/Succession Planning
. Employee Recognition Scheme

. Grievance Handling

Salary analyses are conducted annually against competitive market rates to attract and retain high
calibre candidates. Comparison of salaries of male and female employees within similar employee
categories indicates similar salaries are within similar bands and are comparable.

2.6. Sex-based harassment

Energetics recognises it is the right of every employee to be able to attend work and to perform their
duties without being subjected to any form of harassment and is fully committed to its obligations to
prevent harassment in the workplace and in client relations. We have a policy on harassment and anti
discrimination which is detailed and thorough and available to all staff through our intranet. The
understanding of these policies is reinforced internally through a compulsory HR quiz which is
completed as part of the Induction process.

Exit interview data indicates that no female staff members left the organisation as a result of sex
based harassment. No formal complaints have been lodged in the reporting period. We are also
developing a Grievance handling policy to allow any employee grievances to be addressed in-house in
a timely and confidential manner.
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2.7.  Pregnancy, potential pregnancy and breastfeeding

During the reporting period, a total of 7 employees took maternity leave which is 14% of total female
employees, all with the intention of being the primary caregiver to their newborns and the intention to
return to work.

Of the 7 female staff that took parental leave during the reporting year:
. 5 are still on leave
. 2 returned to work on a permanent part-time arrangement.

Energetics is proactive in retaining and developing female employees following maternity leave and
ensures they feel welcomed when they return. In 2008, Energetics introduced a parental policy which
allows all permanent and part time employees who have completed at least 12 months continuous
service with Energetics to take up to 52 weeks of parental leave. Depending on the employee’s length
of service, part of this leave is paid. This policy reinforces our commitment to attracting females into
the business as well as structuring support for primary care givers by allowing the flexibility for parental
leave to be taken by either gender and providing monetary support in the form of paid parental leave.
Energetics also offers a “Keep in Touch” scheme for all employees on parental leave. Managers
contact the employee to keep them abreast of major changes in Energetics and will also include
invitations to Energetics’ events during the period of leave. Employees can also elect to work on a part
time basis during the period of leave.
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3. Issues Prioritised

3.1. Recruitment, Selection and Attraction

Historically, engineering consulting is primarily dominated by men. As a result, Energetics previously
found it to be a greater challenge to recruit and attract women into the industry. As Energetics is now a
specialist management consulting company, recruitment should not be as limited as we are now
targeting male and female employees with a broader range of backgrounds and not primarily
engineering.

3.2. Retention

Energetics’ tracks a rolling 12 month turnover analysis which has been steady over this reporting
period. At the end of the reporting period the turnover rate was measured as 17.83% and the lowest
turnover rate during the reporting period is recorded as 14.52%. We are actively working on reducing
turnover by introducing retention strategies to further reward and progress our valued employees.

3.3. Promotion/Transfer and Termination

The proportion of women in senior and executive roles across the organisation is lower than men and,
as a result, Energetics acknowledges the challenges of promoting women into these roles.

3.4. Work/Life Balance

Energetics understands that work/life balance can be seen as a significant issue for women who
balance both their families and their careers. Energetics recognises the importance of work life
balance to the productivity and creativity of our employees and we continue to support work life
balance and create higher overall job satisfaction for our employees.
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4, Actions Taken

4.1.  Recruitment, Selection and Attraction

As part of Energetics’ overall strategy to recruit and retain women in all levels of the organisation,
Energetics has developed and implemented a range of strategies. The Energetics recruitment process
focuses on:

¢ matching the skill requirements of the job with the skills of the prospective employees,
e using behavioural based questions and criteria as part of interview process, and
e merit-based selection.

Energetics has also taken on board a full time internal recruitment coordinator who can understand
both the business needs and the requirements of the roles. It has proved to be more cost effective and
quicker to have an internal recruiter whilst also creating a more personal approach to finding and
employing the right fit of candidates. A full time recruiter also allows Energetics to fully benefit from our
Employee Referral Scheme and widen our pool of candidates through a range of business related
networks and contacts. As a matter of coincidence, the recruitment coordinator is also female.

4.2, Retention

An internal retention strategies report was written in July 2008 which analysed the current
demographics of the Energetics’ workforce as well as an analysis of turnover. Analysis of salaries, exit
interviews and employee catch ups were also conducted.

Several strategies have been suggested for Energetics to focus on:

. Setting up a reward and recognition program — we are currently developing an Employee
Recognition Scheme.

. Providing greater clarity to career progression — we are currently developing a Career
Progression/Succession Planning Policy.

. Offering flexible working arrangements for women returning from maternity leave.

43, Promotion/Transfer and Termination

Opportunities for men and women to be promoted are encouraged internally before advertising
externally. All promotion is on merit and we ensure that opportunities are available equally to all
employees.

We are looking at new developments in Learning and Development, including e-learning facilities,
central records for all courses that an employee has undertaken, provision of more internal courses,
and more formalised mentoring and mapping of the skills/attributes required to attain the next step in
an employee’s career.
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We are also developing a Succession Planning and Career Path Development Model and policies so
as to enhance career experiences and improve career preparation and management.

Exit interviews are conducted to identify ways in which Energetics could better manage their human
resources.

4.4, Work/Life Balance

For the last several years, Energetics has been providing more flexible working arrangements to
employees as we understand the fact that work and other life commitments cannot be easily
separated. Currently a total of 16 employees are working on a part-time or casual basis and
Energetics also allows the flexibility for employees to work from home if they are required to care for a
sick child or have other personal life commitments. Webmail and Intranet access can be easily set up
from home and many professionals are also supplied with a lap top to enhance the convenience of
being able to work in another location out of the office, such as at home. We are also now starting to
provide employees with smaller and more portable lap tops to make travelling and working from home
more convenient and user friendly.
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5. Evaluation of Actions Taken

5.1.  Recruitment, Selection and Attraction

Employees of Energetics have remained the organisation’s greatest asset. Employees are
approachable, passionate and unlikely to engage in office politics. Female’s represented 39% of total
recruits and one of these hires was a female Executive.

5.2. Retention

The return to work rate for women on maternity leave is 100%. Energetics offers women who have
returned to work after maternity leave flexible working hours such as part time working arrangements.

Salary analyses is conducted annually against competitive market rates to attract and retain high
calibre candidates and a comparison of salaries of male and female employees within similar
employee categories indicates similar salaries are within similar bands and are comparable.

To actively reduce turnover, part of our strategy has been to reward our valued employees. Alongside
6 star awards, for above and beyond customer service, Energetics is currently working towards
developing other methods of congratulating employees for their achievements. Part of this involves the
development of a new Employee Recognition Scheme.

Another reward offered was for three Energetics employees to participate as ambassadors on a field
trip to Heron Island as part of the Great Barrier Reef Foundation program, with all expenses paid.

A Career Path Development policy model is being rolled out so that the training and development
needs of all employees will be identified and responded to. This is to ensure that career plans are in
place with appropriate coaching plans and training provided. This model has been developed to
directly reflect the comments received in exit interviews and employee catch-ups.

We are actively working on reducing turnover by introducing retention strategies to further reward and
progress our valued employees.

Energetics also tracks and reports 12 month rolling turnover in a monthly board report.

5.3. Promotion/Transfer and Termination

Eight women were promoted internally which accounted for 50% of the total number of promotions at
Energetics. Two notable promotion highlights include a female Technician who was promoted to
become a Senior Professional, as well as another female Professional who was promoted to become
a Senior Professional. As mentioned earlier, Energetics is working on implementing a Succession
Planning Policy so that Energetics can continue to identify talented employees and provide education
to develop them for key roles within the company.

Energetics is looking at new initiatives in Learning and Development, including e-learning facilities,
central records for all courses that an employee has undertaken, provision of more internal courses,
more formalised mentoring and mapping of the skills/attributes required to attain the next step in an
employee’s career.
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5.4. Work/Life Balance

Energetics has been successful in driving Work Life Balance initiatives which have assisted
employees to be productive and healthy in their work and personal lives. Energetics gives greater
flexibility in how our employees work, which also assists us in attracting and retaining employees. The
Work Life Balance initiatives currently available are parental leave and flexible hours provisions such
as flexible start and finish times and the flexibility to work from home.

To expand on these initiatives, Energetics also plans to create a polic, structure and programs around
Work Life Balance.
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6. Future Actions

Conduct an Employee Opinion Survey in 2009 and include some questions that specifically relate to
the needs of females in our workplace.

Create a “return to work after maternity leave” pack for women.

Provide greater clarity to career progression and investigate options to increase number of females
participating in Executive and Senior Professional roles.
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Contact Details

Brisbane

Unit 3, 212 Boundary Street, Spring Hill QLD 4000
Ph: +61 7 3230 8800

Fax: +61 7 3230 8811

Canberra

G01 86-88 Northbourne Ave, Braddon ACT 2612
PO Box 5119, Braddon ACT 2612

Ph: +61 2 6257 9864

Fax: +61 2 6247 9841

Melbourne

Level 8, 446 Collins Street, Melbourne VIC 3000
PO Box 652, CSW Melbourne VIC 8007

Ph: +61 3 9602 5511

Fax: +61 3 9602 5599

Perth

Level 4, 172 St Georges Tce, Perth WA 6000
Ph: +61 8 9429 6400

Fax: +61 8 9429 6411

Sydney

Level 7, 132 Arthur Street, North Sydney NSW 2060
PO Box 294 North Sydney NSW 2059

Ph: +61 2 9929 3911

Fax: +61 2 9929 3922

WEB: http://www.energetics.com.au
E-MAIL: info@energetics.com.au
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