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Our

We have created this

to provide

the community with:

Context and insights of our
workforce composition and
gender pay gap.

An outline of implemented
initiatives focused on
enhancing our environment
and workplace culture from
a DEl perspective; and

A road map of ongoing
initiatives fo achieve our
DEl strategic goals and
ultimately, transform our
culture.
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Females vs Males 50%

Fulltime Employees 73%

Flexible Work (Part-time - Female) 767
(@)

About

Hood Sweeney is a multi-disciplinary professional services firm that
has been operating in South Australia for 50 years.

Its longevity and growth are built on its commitment to delivering
quality solutions and forming lasting relationships with clients, as
well as a passionate focus on investing in people and a high-
performance culture.

Our Board understands that a key to a high performance culture is a
diverse, equitable and inclusive (‘DEI') work environment.

We continuously develop and implement initiatives to drive
employee engagement, satisfaction and belonging and have a
long history of positive results in these areas. We are recognised as a
5-Star Employer of Choice with HRD in 2026 and ranked in the Top 10
Australian Graduate Employers for engagement in 2024.

We understand this is an ongoing process and all Directors and
leaders in the business are committed and accountable to this
evolution.



from the Chair

Hood Sweeney has long invested
in and developing its people.

We know that great people can make our business
strong and successful.

It is this steadfast commitment to prioritising people
that has enabled us to sustain a high-performance
culture for almost five decades. No matter who
you are, if you have a client-first mindset and live
our values, you can achieve your career godals.

This is no more evident than in the contfinued
journey of our leader and Managing Director,
Marisa Riccio. In her third term, Marisa leads by
example in what it means to create a diverse

and inclusive environment where everyone can
thrive. This has been achieved through providing
structured development and supportive advocacy
for future leaders to reach their goals.

14
It is this

that has enabled

us to sustain a high-
performance culfure for
almost five decades.

Anything is possible if you are prepared to exhibit
exceptional work and a commitment fo client
service.

Led by Marisa, the management team is united
in its infent to foster an environment that enables
all feam members to achieve their aspirations.
In particular, we are all focused on removing the
barriers and creating the enablers to achieve
greater diversity across the business.

We are excited for the future as the deliberate
initiatives implemented over the last few years
have created a strong pipeline of female leaders
emerging within the business. With appropriate
advocacy and support, these women will further
improve our leadership diversity.

Matthew Fox
Chair
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Leadership

Foreward

Hood Sweeney's success has been driven by our
unwavering commitment to build dee relo’rlonshllos
with our clients and in furn, add value that positively
impacts our clients’ lives.

Our clients’ needs are diverse and continue to evolve, and as such, we
understand the importance of ensuring our workforce is as diverse and
inclusive as the clients and communities we serve.

Achieving this goal is an ongoing journey of analysis, reflection,
consultation and research to ensure our practices and systems are
targeted and meaningful.

This continuous improvement mindset is deeply embedded in our people
and culture practices where we have been consulting, monitoring and
reporting on multiple data points for years. One of these data points is our
WGEA gender pay gap (‘GPG’) and plays a key role in informing our DEI
roadmap of actions.

We take gender equity of remuneration seriously and review our
remuneration and benefits regularly - we pay our people the same no
matter what their ethnicity or gender (taking into account performance,
experience and qualifications).

Analysis at the role level indicates that our Gender Pay Gap

(GPG) reflects the structure of our workforce, where males are
disproportionately represented in senior leadership roles and females

are more concenfrated in lower-paid roles. We have an active planin
place to continue to balance this representation at leadership level and
look forward fo more female representation at senior levels over the years
ahead.

Tahlia Fergusson
Director, People & Culture
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Leadership

Managing Director Statement

Hood Sweeney commits to diversity,
equity and inclusion through the
following strategic objectives
applicable until 2027:

1.

The Board and management team will be
accountable for promoting an organisational
culture that is diverse, equitable and inclusive
(‘DEI') - including ensuring business and
strategic decisions include a DEl lens.

Relevant policies will be refined on an ongoing
basis and key metrics will be reviewed regularly
fo support, promote and drive accountability
for diversity, equity, flexibility and inclusion.

Team members will be freated in accordance
with our core values and equitable practices -
in particular respect, fairness and dignity.

Being recognised as an Employer of Choice
that attracts and retains the best and diverse
talent.

Building organisational resilience through mulfi-
layered workforce planning, flexible job design
and the strengthening of succession pipelines.

Marisa Riccio
Managing Director

Diversity, equity, and
inclusion are not just values
we hold important - they
are the blueprint for building
a resilient, innovative
organisation prepared for
the future.
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DEI Practices

Evolving our
DEI Practices

In line with our DEI Strategic Objectives, we invest in initiatives
that drive greater DEI outcomes for our team members.

Below are initiatives we have implemented and invested in the past few years.
= Engagement survey of team members who reported that females’ experience around their opportunities for
development and progression had improved.

m  Completed arisk assessment of sexual harassment and other psycho-social hazards including those relating
to gender equity/role promotion.

= Training and education provided to Directors on positive duty obligations, as well as requirements to lead and
drive DEl within Hood Sweeney.

= Continued fo report gender data to the management tfeam on a range of metrics fo drive fransparency and
accountability.

Regular reconciliations of remuneration are undertaken fo ensure equity by role, responsibilities and gender.

= Allinterview panels continue to include a balanced male/female view and adopt structured interview
questions based on objective job criteria.

= Training and development team members on DEIl best practice including fopics such as flexibility, leading a
diverse and inclusive culture and unconscious bias.

m  Considered in role design practices fo promote further inclusion and equity in our recruitment and retention
practices.

m  Gender balance in all leadership development programs.

Parental leave support initiatives were further enhanced including greater company parental benefits such
as paid superannuation.

m  Afocus on the development and advocacy of female talent which resulted in the promotions of a number of
female leaders.

m  Building a value and benefits framework that focuses on individual differences.
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Roadmap

Based on review of the current data, as well as an assessment of our internal
practices against leading gender equity research, the following enhancements
will be implemented over the coming two to three years.

Building strength-based pathways for progression
that promote people to achieve their besti.e. non-
fraditional pathways.

Ongoing consultation with staff fo understand the
barriers and enablers for females to progress to more
senior roles.

Implement our emerging leaders’ program again

to drive emotional inteligence and commerciall
acumen.

Ongoing advocacy, support and development for
emerging female leaders to progress into more senior
leadership roles in line with succession planning and

talent management.

Targeted talent acquisition of senior female leaders
across the organisation, as well as commitment to
drive diversity in fraditional gender-based roles.

Ongoing provision of training for Directors/Managers
on understanding biases, managing flexibility and
role modelling behaviours.

Ongoing review of promotion and development

Hood Sweeney puts people first though being:

decisions through a gender lens and challenging Honest
uninterrogated concepts of ‘merit’.
Ongoing use of key DEl metrics to inform Engaged

decision-making.

Implement initiatives that drive a sense of belonging
and connection - in particular the provision of social Respectful
events which celebrate cultural diversity.

Ongoing review and enhancement of our parental
leave policies and supporting processes. Service

Ongoing review of performance ratings, bonuses . .

. These are the values that define us, motivate
and salary increases through a gender lens. and guide us, jointly and individually. Every
Further embed our core values (HEARTS) to foster a single day.
client first, high performance and diverse culture.

Accountable

Tenacious
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Strategic
Objectives Key Insights

We have created a DEI strategy outlining our principles At January 2026 we have

and strategic objectives to strengthen our culture, assign parity on female and

responsibilities and ensure employees are recognised and male representation in the

empowered to achieve their professional goals. workplace (50% vs 50%) This

We will continue to evolve our DEI strategy to keep it relevant is animprovement on last

and proactive. year's results (52% males vs 48%
females).

The majority of our team
members are fulltime (73%
at the time of the reporting
o ° period). We offer flexible work

P rl n C I | es arrangements across the firm,
including part-fime roles, which
are taken up predominantly
by women (76%) and 24% are

A high-performance culture is a diverse culture where men which'is an improvement
different opinions and ideas add value fo the decision- from the last reporting period.
making process and enable us to service a diverse client

base. Hood Sweeney will assess
Accountability for enhancement in diversity, equity and job design to ensure equality
inclusion outcomes is the responsibility of the Board and in the accessibility of roles
Directors - including ongoing monitoring of key metrics. Our at Hood Sweeney, also
Managing Director Statement reflects this commitment. deepening our talent pool.

Sustaining a diverse, equitable and inclusive culture is an
ongoing journey - a key part will be continual education
and fraining around leading a DEI culture, inclusivity in
breaking down stereotypes.

All employees will be empowered to achieve their ‘ ‘

aspirations through a commitment to removing barriers to .'
progression and facilitating career pathways that play fo A more defa’ ed
individual strengths. R

Employees will be recognised for their contribution and ’nfer na’

value equitably. Hood Sweeney will complete ongoing )

reviews of its reward and recognition practices to ensure recon C”’ ahon /
equitable and fair outcomes, while also recognising the H H
unigue differences in roles. ana’YS’s Of sala(’es
Hood Sweeney is committed to consulting and engaging by role shows elfher

with staff via surveys, focus groups and 1-1 discussions
fo gauge sentiments and understand opportunities for
improvement.
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Key Poinfts

The key points for the WGEA reporting period, April 1, 2024 - March 31, 2025 are detailed below:

Hood Sweeney's gender pay gap (‘GPG’)
based on Median Total Remuneration is above
that of Australia’s average (22.3% compared
with 16.4%) while our Median Base Salary

GPG is above the Australian average (23.3%
compared with 11.9%).

Hood Sweeney's gender pay gap (‘GPG’)
based on Average Total Remuneration is below
that of Australia’s average (17.1% compared
with 21.1%) while our Average Base Salary GPG
is slightly above the Australian average (17.2%
compared with 15.7%).

National 2024-25

Average total remuneration 17.1% 21.1%
Median total remuneration 22.3% 16.4%
Average base salary 17.2% 15.7%
Median base salary 23.3% 11.9%

A key driver for this GPG is our workforce
composition in which we continue to have

an over-representation of men in senior
leadership & management roles and an over-
representation of females in administrative/
support roles.

This translates into having more males in the
upper quartile salary band and more females
in the lower - middle quartile range.

In the next few years, we will focus on targeted
recruitment and promotion of additional senior
female talent.

While men are currently over-represented at
senior management level, our succession plan
indicates a pipeline of female talent on target
fo progress info senior roles in the next 2-3 years,
which, in turn, will result in greater gender
balance/diversity.

At the time of reporting, the gender
composition of our Board is 83% (male) to
16.67% (female) - compared to the industry
average of 76% (male) 24% (female).

The number of promotions since July 2024 is in
favour of males (55% vs 45%).

The average number of Company paid

parental leave weeks taken by the primary
care giveris 10 weeks (over the last 3 years).
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