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IN NUMBERSThe gender pay gap reflects structural 
imbalances in workforce composition, leadership 
representation, and historical industry trends. 
It does not indicate that men and women are 
paid differently for the same job, but rather 
that men are more likely to hold higher-paying 
roles, particularly in management and technical 
positions. Gaps in pay may also be the result of 
other factors that include qualifications, flexible 
work arrangements and experience.

What this means

The chart below divides the total remuneration full-time equivalent pay of employees in your corporate 
group into four equal quartiles. A disproportionate concentration of men in the upper quartiles and/or of 
women in the lower quartiles can drive a positive gender pay gap.

CORPORATE GROUP GENDER COMPOSITION BY PAY QUARTILE

At Gold Fields, we are committed to fostering a workplace where all employees – regardless of gender – have equal 
opportunities to thrive. As part of our annual reporting to the Australian Workplace Gender Equality Agency (WGEA), 

we have reviewed our gender equality performance and identified areas where we are making progress, as well as 
opportunities for further improvement.

Our commitment to closing 
the gap
We are actively working to reduce gender 
disparities and create a fairer, more inclusive 
workplace through:
•	� Talent development & career progression: 

investing in programmes to support women’s 
advancement into leadership and technical roles.

•	� Pay equity audits: conducting regular pay equity 
reviews to identify and address any gender-based 
disparities.

•	� Parental leave & flexible work: encouraging equal 
access and uptake of parental leave, including 
increasing support for men to take on caregiving 
responsibilities.

•	� Inclusive hiring & promotion practices: 
strengthening recruitment strategies to attract and 
retain diverse talent, ensuring all employees have 
equal access to career growth.

•	� The development of our global Diversity, Equity 
and Inclusion framework focused on increasing the 
retention of women in the workplace at all levels.

•	� Improved employee consultation through regular 
Engagement Surveys, Stay and Exit interviews.

Next steps & how you can help
•	� We will continue to track our progress and report 

transparently on our gender equality initiatives.

•	� On an annual basis our Remuneration Committee 
assigns a percentage of the wage bill to allow 
the organisation to rectify pay disparities through 
adjusted increases, looking at:

	 •	� Internal parity	
	 •	� Gender
	 •	� Ethnicity 	
	 •	� Market benchmarks

A global Diversity Working Group is being established 
to drive a consistent approach to inclusion at Gold 
Fields. Through this working group and our new 
VIVA Engage channels including the Equity Network, 
the Global Women’s Network and Young Workforce 
Community, we invite you to engage with us and 
provide your input and views. 

Our industry recognised Respectful Workplace Program 
is deeply embedded in our Leadership programs, and 
engagement continues through our regular leader 
enablement sessions and Bystander to Upstander 
training designed to provide the tools employees need 
to speak up.

SUMMARY Our 2024 – 25 reporting shows:

•	� Our average total remuneration gender pay gap is 12.9%, and the median pay gap is 20.3% across the corporate group. This represents a 1.9% 
improvement from the previous year.

•	� Our gap is lower than the industry benchmark in some areas.

•	� We recognise that disparities may remain, particularly in higher-paying roles and leadership positions.

•	� Gender representation across our sites varies, with some locations showing stronger equity outcomes and are committed to taking action to address 
those disparities, while others require further focus.

the public WGEA report

https://www.wgea.gov.au/

