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The number of women in private equity and venture capital is growing – 
albeit slowly – as the industry starts to demonstrate how it is changing to 
meet the gender diversity challenge. 

In June 2014, AVCAL identified 18 women 
working as investment professionals in 
the industry. By May 2016, this number 
had risen to 27 and by March 2017, this 
number had risen to 46. 

The growth comes as a new generation 
of women follow the path led by female 
pioneers in the industry, to hold their 
own in what has traditionally been a 
male-dominated profession. Significant 
achievements have been made by the 
AVCAL Diversity Committee since its 
inception in 2015 in promoting the 
importance of diversity, by educating 
recruiters and industry about the benefits  
of diversity. 

Initiatives led by the Committee have 
included launching a mentoring program 
for women professionals in the industry, 
as well as promoting female investment 
professionals as role models. In addition, 
to recognise that firms are championing 
diversity, the Committee launched the 
AVCAL Diversity Award in 2016 to highlight 
and recognise the firms that are leading  
the way. 

However, there is still much work to 
be done. While the number of female 
investment professionals has grown, women 
still only represent approximately 5 per cent 
of the total industry in Australia.

Dr Michelle Deaker, founder and managing 
director at venture capital firm OneVentures, 
says it will take time to change the culture. 
“This is an industry where the rules of 
engagement have been developed by men,” 
she says. 

There are, however, many signs that 
attitudes are shifting. John Haddock, chief 
executive and chief investment officer 
at CHAMP Private Equity, says there is a 
generational change underway. “The older 
generation were perhaps not as open to 
change, and diversity was not as top of 
mind,” he says. “The new generation is 
much more aware of it and thinks about  
it a lot more.”

Women in 
Private Equity 
and Venture 
Capital: 
Following on 
from a Strong 
Start
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Furthermore, there is now a well-established 
body of research that proves the benefits 
of having a more diverse workforce. Recent 
research by McKinsey1 showed companies 
that are gender-diverse are 15% more 
likely to outperform, while ethnically-
diverse companies are 35% more likely to 
outperform. According to the authors of this 
report, diversity matters more than ever and 
they warn that: “Given the increasing returns 
that diversity is expected to bring, it is better 
to invest now, as winners will pull further 
ahead and laggards will fall further behind.”

There are three key strategies firms 
can pursue to increase female 
numbers: position themselves as 
a more attractive option for highly 
skilled women, ensure they retain the 
women who have already joined the 
profession by supporting their career 
journey and widen the talent pool 
from which they recruit.

Private equity and venture capital firms 
typically source talent from limited sectors; 
(i.e. investment banking, management 
consulting or corporate finance advisory) 
– which in turn have historically recruited 
limited numbers of female candidates. 

1  McKinsey 2015. Hunt Layton Prince: Diversity Matters

Woman to woman – advice from established 
professionals to new recruits

• Do your research on the firms you have the opportunity of joining, as  
PE and VC firms generally comprise small, tight-knit teams with their  
own culture. Ensure that the firm you decide to join is the right 
cultural fit for you.

• Find a style of self-promotion that works for you. Seek advice from 
mentors and other female professionals. It is a competitive industry 
and it is important to understand how to best promote your successes 
with others in your team and your senior partners.

• Tap into networks that support gender diversity, innovation and 
collaboration in the industry and beyond. Female investment 
professionals, as a group, are supportive of new entrants and keen  
to grow their numbers and more than happy to give advice and share  
their experiences.

• Have an open mind and obtain as much commercial and  
business experience as possible, including, where possible,  
overseas experience.

06/



Moving the dial on gender
• Diversity must start at the top. There is a focus on 

placing women on boards in the corporate sector because 
when women join boards, it increases the opportunities  
to bring women into the senior executive suite.

• Firms should look at how to increase the pipeline to  
have more female investment professionals in 
management teams.

• Firms have the opportunity to demonstrate they are taking 
diversity seriously. At KKR, for example, the firm has 
established an Inclusion and Diversity Council including 
their Head of Human Resources and a group  
of partners to drive diversity. It has also added diversity 
as a key component of the firm’s annual strategic 
planning process.

• In the US, pension funds have started to invest more 
money into female-led firms. A survey by KPMG2 found 
10% of investors have a women-owned/managed fund 
mandate. The US$9.5 billion Chicago Teachers’ Pension 
Fund invests 15% of its funds into firms owned by 
women, while the Illinois Teachers’ Retirement System 
allocates 7%.

• In Australia, superannuation funds are demanding  
fund managers they invest in have women board 
members, women advisory board members and  
women senior executives.3 

2 KPMG Report: The Time is Now. 2016
3 Comment of a partner of a major global law firm, Sydney who has recent 

experience of establishing a number of funds in Australia for Australian fund 
managers sourcing investment capital from superannuation funds.
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There has been a shift in the last few years 
to recruit from a broader talent pool. The 
skills required for PE and VC roles can 
come from different backgrounds through 
having people with diverse experience 
and investment perspective on the team: 
from entrepreneurs, industry specialists, 
engineers, scientists, lawyers,  
accountants etc. 

It has been important for firms to work 
with recruiters to broaden the talent pool 
search and increase the number of female 
candidates put forward, in conjunction with 
developing a broader idea of what a typical 
candidate looks like. 

CHAMP Private Equity director Fiona Lock 
says: “There’s probably a need for us all 
to do a better job of not simply looking to 
recruit people who are exactly like us …and 
recruiters need to do a better job of putting 
forward a more diverse candidate pool  
for the PE firms to consider as part of the 
shortlisting and selection process.”

“This means recruiters need to identify new 
candidates from different organisations that 
we might not have recruited from before.”

Retention also has to be a key strategy  
and here, flexible policies have a critical role 
to play.

Chania Rodwell, at M.H. Carnegie & Co., 
came to private equity from an advisory 
background. 

“This is an industry that is well-suited to 
working in a flexible manner because as a 
major shareholder in the businesses you 
invest in, you can to a large extent set the 
timeframes and schedules around meetings 
and major projects,” Rodwell highlights.  
“As an adviser, you don’t get the opportunity 
to do that as much.”

The toughest periods for private equity and 
venture capital professionals are when a 
deal is being done. This can be a period of 
intensive work demands, which may clash 
with priorities outside of work. Here, Deaker 
suggests there may be potential for the 
industry to rethink how it structures deal 
teams to provide more flexibility. 

“We need to think about a different 
approach,” she says. “You can be working 
24/7 on a deal but we could have people 
working in tandem so as to ensure each 
person on the team has a manageable 
workload (having regards to outside of work 
commitments), or we could look at putting 
in extra support mechanisms.”

Finally, it is important firms see gender 
diversity as something that brings benefits 
and position themselves as employers of 
choice. Consistent with current research, 
CHAMP’s Haddock says: “Diversity in 
general is a good thing. Being open to 
people with different backgrounds means 
you get more perspectives and we have seen 
that with the women on our team.”

This is a message that must be propagated 
through the industry. Larry Marshall, chief 
executive at CSIRO says that diversity 
and inclusion are the compass that his 
organisation relies on to guide it through 
ambiguity to innovation. 

“For CSIRO, diversity and inclusion are 
not just ‘nice to have’, but are a business 
imperative,” he says. 

“We will not achieve our full potential to be 
Australia’s innovation catalyst unless every 
individual in CSIRO has an opportunity to 
contribute their full potential.”
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Number of investment professionals in the industry

Source: AVCAL

18
JUNE 2014

27
MAY 2016

46
MARCH 2017

the approximate number of investment 
professionals in the industry in Australia 
who are women5%

the length of time the World 
Economic Forum thinks it will 
take to reach gender parity 
across health, education, 
economy and politics.117YEARS

Source: World Economic Forum, 2015



Five disconnects that make 
diversity initiatives stall

1  The reality disconnect:  
Business leaders assume the issue is 
nearly solved, despite little progress 
within their own companies.

2  The data disconnect: Companies do not 
effectively measure how well women are 
progressing through the workforce into 
senior leadership.

3  The pipeline disconnect: Organisations are 
not creating pipelines for future female 
leaders.

4  The perception and perspective disconnect: 
Men and women do not see the issue the 
same way.

5  The progress disconnect: Different sectors 
agree on the value of diversity but are 
making uneven progress towards gender 
parity.

Source: EY Report, Navigating Disruption Without Gender 
Diversity? Think Again
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Women in the industry discuss their 
experiences and how to increase their 
numbers

In 2016, AVCAL launched its “Role Models” 
series to showcase women who have had 
long-standing successful careers in the 
industry. The key objective of the series is 
to provide valuable insights and ‘real life’ 
information about the opportunities and 
challenges of working in the industry. 

It was acknowledged these stories had 
previously not been shared and play a 
significant and important role in educating 
and encouraging other women to consider  
a career in PE and VC.  

With women currently representing only 
about 5 per cent of investment professionals 
in private equity and venture capital in 
Australia, it is expected these stories will 
play a crucial role in positioning the industry 
as an attractive career path for women.

The information obtained from the  
“Role Model” series in 2016 and 2017 in 
conjunction with other qualitative research 
undertaken by AVCAL has identified several 
current trends in the industry which are 
providing opportunities and challenges for 
gender equality. Individual firms looking  
to promote and encourage greater diversity 
can consider: 

• Promoting private equity as an exciting 
and fulfilling career. All the women 
interviewed in the series agreed on this. 
Three of them had come from careers 
where they were involved only in one 
part of the business growth cycle and 
expressed how being in an industry 
where you can buy, sell and grow a 
business is extremely satisfying.

• Educating potential recruits on how 
women in the industry manage their 
work commitments with other priorities. 
The women interviewed all shared how 
they managed a demanding career 
alongside a family life and all noted 
how the firms they worked for were 
supportive of flexible working practices.

Role Models - 
women working 
in PE & VC
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• Working with the recruitment industry 
to ensure a more diverse group of 
candidates is presented at interviews.  
A common theme the women raised is 
the recruitment pool historically  
for private equity and venture capital 
roles has been too narrow. The industry 
has traditionally focused on limited 
talent pools such as investment banking 
and management consulting, where 
women are already under-represented. 
This makes it extremely difficult  
for the private equity and venture 
capital industry to move the dial on 
gender diversity.

Fiona Lock, director at CHAMP 
Private Equity, sees private equity 
as a unique career path. In her 
view, there are few industries 
that get you involved early in your 
career in the full cycle of buying, 
improving and selling a business. 

While work/life balance is an issue, Lock 
finds it easier in private equity than 
she did when she was a management 
consultant; the key difference in private 
equity being that she is the client, rather 
than the adviser. 

During her time at CHAMP Private Equity, 
she has had three children and taken 
three years off on maternity leave, and 
worked both part-time and from home  
at different times. 

For Lock, gender diversity in private 
equity is moving in the right direction – 
while she acknowledges there is some 
way to go. In particular, she is keen to 
see the industry’s recruitment practices 
broaden to tap into a more diverse pool  
of candidates. 

For Anne-Marie Birkill, moving into 
venture capital was a logical and natural 
progression. She had spent 20 years 
working in leadership roles in technology 
and the start-up field and it was a natural 
step to cross from raising capital from 
angel investors to funding companies as  
a venture capital investor. 

She is now a general partner and 
executive director at OneVentures and 
is passionate about what venture capital 
can do for innovation in Australia. She 
sees the industry as giving her the 
opportunity to contribute her expertise to 
building the companies of the future. 

While being a partner in a venture capital 
firm and having a family is challenging, 
Birkill suggests developing core principles 
can help bring balance. For example, 
running every morning is sacred for Birkill 
and ensures she is ready for the day. 

She says to increase the number of 
women in venture capital, it is vital to 
increase the number of women in the 
pipeline, but also says firms need to 
develop a culture flexible enough to 
accommodate the different personal 
circumstances of team members.
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Bing Jiang, investment director at Next 
Capital, came to private equity from an 
investment banking background. She 
enjoyed the high-energy environment 
of deal-making but could see the 
difference between a role where the 
involvement stops once the deal is 
done, and a role where the deal is the 
start of the journey. 

For Jiang, private equity is exciting and 
fulfilling for many reasons – she loves 
having the viewpoint of an investor, 
where every decision is taken against 
the backdrop of delivering long-term 
returns, as well as the opportunity to 
work in a world of entrepreneurs and 
business founders. 

Jiang juggles her work and her family 
life at an organisation she says has 
always supported her career. 

Contrary to what might be perceived, 
she says her experience tells her 
private equity can be a great industry 
for women and she is happy to be 
contacted by women considering  
a career in the industry to share  
her views.

When Chania Rodwell’s boss moved to 
a new role at a specialised situations 
private equity fund, Rodwell decided to 
move with him. This meant she could 
transition from advising distressed 
companies to being in a situation where 
she could use her skills for turnaround 
and growth. 

While the industry is hard-working 
and can be challenging, Rodwell says 
she has been able to combine her role 
with her family life and notes the firms 
she has worked with have a pragmatic 
approach to working flexibly. At the 
same time, she is aware flexibility goes 
both ways – she recognises there are 
times when the job has to come first 
and times when her family has to  
come first. 

Rodwell is one of a growing number 
of private equity professionals who 
are promoting the benefits of having 
a more diverse workforce. She sees 
a bottleneck in the small talent pool 
where private equity looks to recruit 
and has been working with recruiters to 
encourage them to increase the number 
of female candidates put forward.

Bing Jiang

Chania Rodwell 

Fiona Lock 



In 2016, AVCAL launched 
its “Role Models” series to 
showcase women who have 
had long-standing successful 
careers in the industry. The 
key objective of the series is to 
provide valuable insights and 
‘real life’ perspectives about the 
opportunities and challenges of 
working in the industry. 
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The private equity and venture capital industry is working to support gender 
diversity initiatives by ensuring there are multiple forums where female 
investment professionals can meet to network and provide support.

The Women in Private Equity/Venture Capital 
Group was formed in 2014 by women 
working at firms who were keen to regularly 
meet, network and support one another.

It began with 18 women across the industry 
in Australia and now has grown to close 
to 50 participants. The group meets each 
quarter over an informal lunch hosted by 
rotating firms. It provides a forum to discuss 
industry issues, broaden networks and offer 
impartial support and guidance to younger 
women shaping their careers. 

It also facilitates the sharing of practical 
information, including deal referrals, adviser 
introductions and exchanges of industry or 
subject matter expertise. 

On occasion, guest speakers are invited to 
discuss topics of relevance. The group has 
also provided a sounding board to AVCAL  
as it has focused on driving greater diversity  
in the industry.

Outside of the industry, there are several 
relevant associations that also provide 
support for professional women and to 
organisations seeking to improve their 
gender balance.

It began with 18 women across the 
industry in Australia and now has 
grown to close to 50 participants.

Industry 
Networks
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The private equity and venture 
capital industry is working to 
support gender diversity initiatives



Outside of Australia, there are global platforms for women in the private equity and venture capital industry. There is a Women’s Private 
Equity Summit, which is a conference that connects women in the industry from around the world and provides a content-rich platform to 
enhance knowledge. There is also a Women’s Alternative Investment Summit, which brings together an influential group of women to build 
networks and discuss candidly the role of alternative investments today. Finally, the Private Equity Women Investor Network is focused on 
connecting women and increasing their success. It is a member association based in America but it does run a global events program.

Chief Executive Women represents more than 300 of Australia’s most senior women leaders. It has several programs that work to develop 
female leaders and inform executive teams on how to make progress on gender equity at their organisations. In addition, the association 

has a gender-equity benchmarking tool that enables organisations to measure and compare their current gender balance.

Diversity Council Australia is an independent not-for-profit workplace diversity advisor to business in Australia. It offers a range of  
in-house workshops focused on key diversity and inclusion topics as well as providing access to unique research in this area.

Women and Leadership Australia is a national initiative that aims to increase the representation of women in business.  
It offers professional development programs, advisory services and networking opportunities.

Women in Banking and Finance offers a mentoring program that aims to develop the next generation of female leaders.  
It runs mentoring and career coaching programs as well as providing a strategic network for women in finance.

Women on Boards is a social enterprise with a focus on enabling women to leverage their expertise into leadership and board-level roles. 
Its aim is to have 40 per cent of these roles occupied by women in 2025 and offers a range of practical programs and events  

to support this goal.

Workplace Gender Equality Agency is the government agency charged with promoting and improving gender equality in Australian 
workplaces. It works with employers by providing advice, tools and education to help them improve their gender performance.
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This list is not exhaustive and there are many other organisations that play a role in gender diversity. These include:

• Alternative Investment Management 
Association (AIMA)

• American Investment Council (AIC)

• Association of Women in Alternative 
Investment (AWAI)

• Association of Women in Finance (AWF)

• Girls Who Invest (GWI)

• Investment Program Association (IPA)

• Lean In

• Mums & Co

• National Association of Investment 
Companies (NAIC)

• Office for Women (Department of the 
Prime Minister and Cabinet) 

• Private Equity CFO Association 
(PECFOA)

• Texas Wall Street Women (TXWSW)

• Women Chiefs of Enterprises 
International (WCEI)

• Women in Alternative Management 
(WAAM)

• Women NSW
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For women to thrive in the private equity 
and venture capital industry, it is crucial 
they have supportive networks they can draw 
on for advice. 

With more than 40 women now working 
as investment professionals, the industry 
has reached a tipping point and there is a 
solid platform for women in the industry to 
connect, network and have an influential 
voice for increased diversity.

AVCAL supports this platform through a 
variety of events during the year to foster 
relationships between women in the 
industry. These events are attended by 
women, but also by the male champions of 
diversity from within the industry.

It has been important for AVCAL to establish 
the role of male champions of change to 
show that diversity and inclusion is not 
a female-only issue, but instead is an 
industry wide priority. At CSIRO, chief 
executive Larry Marshall is part of the Male 
Champions of Change Institute and says that 
men have an important role to play. “I’ve 
heard from men that they want to be part 
of the solution but often feel uncomfortable 
about speaking up in case they say the 
wrong thing,” he says. “As in all things, 
a fear of getting things wrong will hold 
us back. Learning rarely happens without 

mistakes. We need to discuss the issues of 
equality and inclusion and we need to create 
a safe environment to do so.”

Last year AVCAL ran a sold-out event which 
showcased its diversity initiatives, such as 
the recent launch of the mentoring program 
for women alongside its growing library of 
case studies on women in the industry. At 
the 2016 event, four women spoke candidly 
about their experiences in the industry and 
took questions from the audience. 

At the industry’s flagship AVCAL alpha 
conference®, there is a growing focus on 
gender diversity, with more female speakers 
on the program and a more open and 
inclusive networking format.

This year, AVCAL is looking to continue 
to expand its range of activities, through 
joint initiatives with university business 
schools, focused on female MBA students. 
These events are designed to raise the 
profile of the industry with potential female 
candidates by focusing on the importance 
of the industry to the economy and the 
pathways for successful careers for women 
in the industry.

AVCAL  
Diversity Events
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While the 40-plus women now operating 
in private equity and venture capital 
demonstrate strong growth, AVCAL knows 
that a key part of increasing numbers is 
broadening the pipeline and making the 
industry more attractive to women.
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AVCAL and its members are committed to having a more diverse workforce by helping 
women join and progress within the industry. One of the initiatives of the AVCAL Diversity 
Committee, launched as a pilot in 2016, was the AVCAL Mentoring Program where women 
mentees are paired up with senior industry leaders with the following objectives: 

The role of a mentor is to help their mentee solve a problem by asking questions, suggesting 
ideas, giving feedback, offering guidance and actively listening. Mentors can help mentees 
learn how to achieve the most out of their career - at any stage of its development - adding a 
fresh perspective.

Mentors are expected to conduct and lead the initial meeting to cover their mentee’s 
background, career goals and challenges they face as well as understand the objectives of the 
relationship and agree the format and regularity of meetings. 

To promote the profiles of women working in PE/VC, progress their 
careers and retain female participants in the industry.

To foster the sharing of insight, knowledge and skills and help 
develop and enrich the future leaders of the PE/VC industries.

To demonstrate AVCAL’s commitment to diversity and improve the 
openness of the PE/VC industries.

AVCAL Diversity 
Committee 
Mentoring 
Program
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As meetings progress both parties actively 
drive the agenda, contents and outcomes of 
the meetings.

The mentee’s role is to: 

• Prepare for meetings (organise logistical 
aspects, prepare the agenda and 
consider the substantive content)

• Discuss issues, challenges and goals 
and seek advice and constructive 
feedback

• Actively contribute to resolutions of 
issues and next steps

• Follow through on agreed action items

• Bring an open frame of mind and be 
willing to accept new challenges

Both the mentor and mentee are expected to 
act ethically, maintain strict confidentiality, 
disclose any conflicts of interest and build 
a relationship of trust where both parties 
actively contribute to the relationship. 

In 2016 there were four pairs of mentors/
mentees established and the overall 
feedback was positive with all involved keen 
to remain involved beyond 2016. 

Mentees pointed to benefiting from practical 
skills and advice, improved self-awareness 
and confidence. Mentors also had positive 
feedback. Alister Coleman, managing 
partner at venture capital firm Tempus 
Partners, is a mentor in the program and he 
says: “I believe a focus on the development 
of the AVCAL mentoring program and 
engagement by the members will lead 
to more diverse and higher performing 
professionals across the sector.”

In 2017 participation in the mentoring 
program grew with 12 pairs established 
and five board members from AVCAL acting 
as mentors – demonstrating commitment 
from industry leaders. AVCAL expects the 
program to continue to grow based on these 
successful outcomes.

This will now become an annual program 
and is a key focus of the AVCAL Diversity 
Committee.

The role of a mentor is to 
help their mentee solve 

a problem by asking 
questions, suggesting 

ideas, giving feedback, 
offering guidance and 

actively listening. Mentors 
can help mentees learn 

how to achieve the most 
out of their career - at any 
stage of its development - 
adding a fresh perspective.
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AVCAL is working with the broader private equity and venture capital 
industry to showcase diversity in action. 

There have been major changes in industry 
practices with regards to diversity and 
workplace flexibility; however, such changes 
have rarely been broadcast, allowing the 
perception by female candidates of private 
equity and venture capital to lag reality.

In 2016, AVCAL launched the AVCAL 
Diversity Award as a new accolade in its 
annual honours presentation, to highlight 
these changes.

The Diversity Award looks to uncover 
workplace practices that aim to increase 
diversity in its broader sense, that aims  
to increase all forms of diversity among 
other characteristics.

The nomination process involves 
organisations revealing the challenges they 
face with regards to diversity, as well as  
how they are meeting them. It asks firms  
to divulge their diversity initiatives in  
place, along with what they see as the 
benefits of supporting and promoting 
workplace diversity. 

One point of interest is asking firms how 
they influence the diversity debate in their 
portfolio companies. Yasser El-Ansary, the 
CEO of AVCAL, says the industry’s reach 
through its portfolio companies gives it 
potential for real impact. 

“Private equity and venture capital can  
have a pivotal role in influencing gender 
diversity throughout their portfolio 
companies,” he says. 

“With our industry’s focus on high-
performing companies, portfolio companies 
are often leaders in their field and huge 
influencers in their own right. The ripple 
effect from private equity’s and venture 
capital’s approach to workplace diversity has 
the potential to be felt far and wide.”

The inaugural award in 2016 went to 
Brandon Capital Partners, as recognition for 
its efforts in creating an inclusive workplace 
environment and initiatives designed to 
empower staff from all backgrounds to 
progress in their careers.

AVCAL  
Diversity Award

Stephen Thompson, Melissa McBurnie and Chris Nave  
of Brandon Capital Partners accept the inaugural  
AVCAL Diversity Award in 2016.
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4 Catalyst 2013. Nori Gerardo Lietz: Cloistered in the Pink Ghetto: Women in Private Equity, Real Estate and Venture Capital.
5 Harvard Business Review 2013. Hewlett Marshall Sherbin. How Diversity can Drive Innovation

At a global level, the private equity and venture capital industry has 
struggled to attract women to the profession.

A study by workplace advocate Catalyst4 in 
2013 revealed women make up only 5% of 
senior roles in private equity in America – 
compared to 17% of the board positions of 
Fortune 500 companies being held  
by women.

The American figures closely reflect the 
current market in Australia where women 
make up approximately 5 per cent of 
investment professionals.

There are opportunities to change 
recruitment processes and practices to drive 
women candidature and increase female 
representation in the industry. According 
to recruiters there are many highly-skilled 
women that – perhaps contrary to perception 
– would be very interested in a career in 
private equity and venture capital. 

Further, there is now a well-established 
body of research that proves the benefits of 
having a more diverse workforce. Research 
published by Harvard Business Review5  
draws a direct line between diversity and 
unlocking innovation. The authors of the 
Harvard Business Review article state that: 

“Employees at [more diverse] companies are 
45 per cent likelier to report that their firm’s 
market share grew over the previous year 
and 70 per cent likelier to report that the 
firm captured a new market.”

According to recruiters there is no shortage 
of female candidates that could be 
interested in working in the private equity 
and venture capital sector. 

“In my experience there are enormous 
numbers of women that would love to be 
involved in this highly lucrative sector,” 
says Jane Bianchini, managing director at 
recruitment firm alcami.

But she adds the perception of the 
industry as being male-dominated can 
work against it. “I think there is a common 
perception amongst many potential female 
candidates that it won’t be a female friendly 
environment.”

Apart from it being male-dominated, the 
industry also has a reputation for requiring 
tough work/life balance choices. 

Recruitment 
Opportunities

/ 37SECTION 7: 
 RECRUITMENT  

OPPORTUNITIES



6 Australian Financial Review 2013. Dodd. Women lagging behind men in MBAs

Victoria Biggs, managing partner at 
specialist recruiters Platinum Pacific 
Partners, says PE/VC firms need to recognise 
changes have to be made to make the sector 
more attractive to women and “a bit of a 
special treatment” is required to attract and 
retain females. 

The major perceived challenge for 
recruitment of women for the private equity 
and venture capital industry has been the 
‘pipeline issue’ – that is, the perception that 
there are a limited number of candidates 
that have the correct skills for the industry.

Historically, the two traditional feeder 
industries for PE/VC have been investment 
banking and management consulting, where 
there is limited female participation and 
high female attrition.

At Platinum Pacific Partners, Biggs says 
while an adequate number of women join 
investment banking and management 
consulting as graduates, many move out of 
these sectors after a few years. 

Joining a private equity or venture capital 
firm from outside of these industries often 
involves pursuing an additional qualification, 
such as an MBA. But again, women lag men 
in terms of doing MBAs – research by the 

Macquarie Graduate School of Management 
published in The Australian Financial Review6 
indicated men outnumber women in MBA 
programs by two to one.

So the number of female candidates 
available from traditional talent pools is 
slim. “If I looked for interested parties in the 
market for a role in private equity I would 
say if there were 10 candidates, then we’d 
probably only have one or two females,” 
Biggs says. “It would be very unusual to 
have more than 20% females on a shortlist 
for a position.”

However, recruiters are acknowledging there 
are different approaches and views and they 
do sense a change in the air, with private 
equity and venture capital firms more open 
to supporting diversity and recognising the 
importance of sourcing female candidates. 

Biggs says she has seen a recent shift within 
the PE industry. 

“I do feel there is more of a focus on finding 
females and it is a dialogue I’m having with 
a lot of firms,” she says. 

Over the last three years Biggs says she has 
come across a few venture capital firms that 
actually only want to see women candidates 
and have had the commitment to see this 
through.

“It took them longer to find the person, the 
hiring process probably took six months 
instead of two months, and they missed out 
on some good available males on the way 
through,” she says.

Alister Coleman, managing partner at 
venture capital firm Tempus Partners, took 
this approach in a recent selection process 
for an associate. Coleman did his research 
by talking to hiring executives in leading 
technology and investment firms with strong 
female representation. 

“The overwhelming recommendation was to 
have fewer and broader candidate criteria in 
the initial position description and to canvas 
the market across multiple platforms,” he 
says. 

The result was over 300 applications for the 
role where women made up six per cent of 
applications. However, the quality was high 
and gave them a shortlist which was 40 per 
cent female and Tempus made its hire from 
this 40 per cent.
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AVCAL has been prominent in engaging in 
these diversity discussions with recruiters 
and industry firms. A key standing agenda 
item for the AVCAL Diversity Committee 
has been supporting an ongoing dialogue, 
disclosure and promotion of the benefits of 
diversity for the industry.

Meanwhile the recruitment industry is at the 
coalface in terms of finding quality female 
candidates that could move the dial on 
gender diversity for the industry. 

Recruiters are acknowledging there  
are different approaches and views and 
they do sense a change in the air, with 
private equity and venture capital firms 
more open to supporting diversity and 
recognising the importance of sourcing 
female candidates. 
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These seasoned recruiters say there are eight major strategies the industry should focus on:

Showcase women who have 
had successful careers in 
private equity and venture 
capital – in particular those 
that have combined it 
with having a family. Jon 
Michel, founder of John 
Michel Executive Search, 
says this kind of activity 
would work to combat some 
of the perceptions around 
private equity being a male-
dominated profession. “The 
issue still remains there is 
only a small number actively 
seeking out such roles in this 
cohort,” he says. “Women 
need to be informed and 
encouraged to consider VC/PE 
as opposed to going into  
a corporate role.”

Demand gender balance 
on candidate shortlists. 
Recruiters are used to their 
clients – particularly those 
from the corporate sector 
– asking for recruiters to 
find more women to be on 
shortlists. However, recruiters 
warn it’s a two-way street, 
if firms want to see more 
women on shortlists they need 
to be open to them having 
more diverse backgrounds 
than investment banking or 
advisory work.

Consider how roles are 
structured to allow for more 
flexibility. Jane Bianchini sees 
when she is putting together 
a short-list for private equity 
or venture capital positions, 
she would only expect 20% 
of the shortlist to be female. 
She suggests a change of 
thinking about the roles in the 
industry could attract more 
women. “One possibility to 
dismantle the rigidity of the 
role could be to unbundle the 
job” she says. “Instead of the 
current ‘mile wide, inch deep’ 
structure, an ‘inch wide, mile 
deep’ approach could be more 
appealing to women who have 
had disrupted career paths, or 
who need greater workplace 
flexibility.”

Re-write job descriptions to 
attract more women. One 
relatively recent practice in 
recruitment is to think about 
the language firms use when 
they are recruiting. There’s a 
growing body of research that 
points to women being subtly 
discouraged from applying for 
roles that use what is typically 
considered ‘masculine’ 
language. Hays Banking 
Business Director Carl Piesse 
says in certain industries 
“the job description can be 
challenging for women”.
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Look and learn from other 
industries. Recruiters like 
Piesse believe the private 
equity and venture capital 
industry needs to look at the 
progress made by retail and 
commercial banking in the 
area of diversity. He says 
across the market recruiters 
were made aware by Westpac, 
for example, that its target 
for 2017 was to have 50% of 
leadership positions held by 
women. By communicating 
its target, the message has 
been taken on by recruiters to 
bring more women to the table 
when recruiting for the bank.

Have clear guidelines around 
flexibility. In private equity and 
venture capital, investment 
professionals are the client, 
rather than the adviser, and 
actually have the ability to 
set the timetable. Flexibility 
is generally available for high 
performers but the rules 
regarding flexibility are often 
not spelled out. Firms need 
to document policies around 
leave and flexibility within 
the workplace. “They need 
to show female candidates 
they’ve put some thinking 
around that before they have 
the situation arise,” says 
Biggs. “And then they need 
to prove everyone in the firm 
buys into it.” 

Be open to using new 
recruitment techniques. 
Piesse says more organisations 
are now using blind 
recruitment practices — 
where certain identifying 
characteristics that may 
create bias are removed from 
resumes. Global law firm 
Clifford Chance is a proponent 
of blind recruitment and has 
used it to increase the number 
of offers made to those from 
diverse backgrounds from 5 to 
15% over two years. 

Stand firm for a female bias. 
Recruiters say it’s good to 
get the message out that 
the firm really wants to hire 
women. Biggs says she 
would definitely share this 
with female candidates to 
get across how much firms 
want to see them. “I think 
it is a positive message and 
one I would discuss with the 
individual,” she says.
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Recruit…then retain

Recruitment is crucial to changing the diversity balance in private 
equity and venture capital, but the industry also has to ensure it 
retains those new recruits. Strategies to retain more women in the 
business include the following:

1  Encourage women to participate in decision-making roles.

2  Create internal initiatives such as mentoring and 
sponsorship to support women in the business.

3  Give clear guidelines as to what success means in the firm.

4  Investigate and support childcare options such as nanny 
packages or considering the impact of childcare locations.

5  Help women to connect with others via industry gender 
diversity platforms.

6  Encourage flexibility for fathers to create a more level 
playing field.

7  Demonstrate a commitment to diversity by looking for 
opportunities to put women into leadership roles at  
portfolio companies.

8  Establish firm-wide infrastructure to promote and  
support women.

Source: Private Equity Women’s Initiative
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In Australia, parental leave has been entrenched as a right since 1979. 
Originally, it was an unpaid period of up to 52 weeks (which later included 
the option to request a further 52 weeks). Since 2011, however, it has 
included 18 weeks of paid leave at the national minimum wage. This 
payment, while funded by the government, is administered by the employer. 

Unpaid parental leave is available to full-
time and part-time employees who have 
worked for an organisation for at least 12 
months and meet certain eligibility criteria 
(see template parental leave policy below). 

It is also available to casual employees who 
have worked in a regular and systematic 
manner for a 12-month period, subject to 
the same eligibility requirements.

The rules around unpaid parental leave 
require it must be taken in one stretch and 
must start on the birth or adoption of the 
child but may start six weeks prior in the 
case of a female employee giving birth. 

However, there is some flexibility in how it 
can be used; in particular, both parents can 
share the parental leave with the consent 
of their employers. They can take parental 
leave separately within the 12-month period, 
but they can also take up to eight weeks 
of it at the same time. In addition, parents 
can request a further 12 months of parental 
leave if their employer agrees, which is 
divided between them and taken in a tag 
team fashion.

In this handbook there is a sample parental 
leave policy for firms – this can be used as 
a framework and should be amended to fit 
individual circumstances. There are also 
significant resources on parental leave on 
government websites such as  
www.fairwork.gov.au.

Having good policies around parental 
leave is only the baseline for leading 
organisations. There is a developed 
body of best practice beyond the legal 
requirements of parental leave that creates 
the environment for carers to return to work 
and thrive at their career. 

The points below are by no means an 
exhaustive list, but serve as a guide for  
some of the main issues organisations 
should consider.

Don’t make assumptions. There are many 
traditional assumptions about how parents – 
and mothers in particular – will change their 
working practices once they have children. 
However, conversations about returning to 
work should not rest on hidden assumptions. 

Parental Leave - 
Overview
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Keep in touch. To increase the potential for 
retaining parents who take parental leave, 
it is good practice to set up a framework to 
keep in touch while they are not at work. 
Women often report not feeling like they are 
part of the wider organisation while they are 
away and that can make it harder to return. 
Employees on parental leave are entitled to 
request 10 keeping in touch days in order 
to keep up to date with the workplace and 
assist their return to work. In any event, 
consider including parents on leave in team 
social events, planning days and client 
events. Ask if the employee wants access 
to email and staff updates. This is also a 
good time to check-in to see whether initial 
intentions around an employees’ parental 
leave still remain or whether parameters or 
circumstances have changed. Little touches 
like providing staff a subscription to a news 
channel while they are on leave can help 
them feel connected with their role, the 
market, their networks and the firm. 

Discuss flexibility. There are now many 
different ways to work and flexibility can 
come in all shapes and sizes. As you will 
see from the template policy, certain eligible 
employees have the right to request flexible 
working arrangements upon returning to 
work from a period of parental leave and 
it is important that such requests are 
carefully considered and the legal framework 

is complied with. Consider how flexible 
options such as working from home, working 
reduced hours in the office and working 
part-time could enhance the retention rate 
of returning parents. Be prepared to develop 
solutions that are tailored to the individual, 
such as enabling one employee to work 
from home while another is able to buy 
extra leave. In doing so, it is important to 
also adopt a consistent approach to prevent 
favouritism and other unfair treatment. 
Think about practicalities such as how a 
new mother may be able to express milk for 
their baby on return to the office if they so 
choose, and demonstrate this is an option 
that is open to them.

Develop a career plan. Many women report 
that they can be put on the ‘mummy 
track’ when returning to work, with 
the assumption that they are no longer 
interested in furthering their career. One 
option is to discuss with parents before 
they go on parental leave, your commitment 
to their career when they return as well 
as their objectives and concerns. Giving 
parents meaningful projects on their return 
to work can be invaluable in regaining 
their confidence in both their continuing 
opportunities, and in their ability to cope 
notwithstanding the backdrop of their 
changed personal circumstances. 

Many leading companies pay additional 
parental leave to top up the government’s 
paid scheme, because it is seen as a 
competitive advantage in certain industries. 

Company paid parental leave is still 
developing in private equity and venture 
capital as the number of women within the 
industry is small but growing.  As a point 
of reference, the industry can look to other 
adjacent industries for precedents in this 
area. By way of example:

• A leading management consulting firm 
offers 2 months full pay or 10 months 
at 20% pay, with 50% repayment if 
the person leaves within 6 months of 
returning to work

• A large accounting firm offers 14 weeks 
paid parental leave if the person has 
been with the firm for more than 1 year, 
increasing up to 18 weeks for longer 
service 

• An investment bank offers 16 weeks full 
pay or 32 weeks half pay
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These are relevant precedents as the above 
industries are areas where private equity and 
venture capital has often sourced  
talent from.

It is also important to consider the disparity 
women experience at different levels. For 
example, if companies do not have their 
own paid parental leave provision, senior 
and higher paid women may receive nothing 
compared to their junior colleagues who are 
paid below the annual income threshold 
(currently $150,000) and are eligible for the 
Government Scheme. Westpac, for example, 
was the first publically listed company to 
bring in paid maternity leave and its move in 
1995 changed the business landscape. The 
changes underline attracting and retaining 
women is an issue big business takes 
seriously and sees as worthy of significant 
investment.

Following pressure from a number of 
unions, the Government recently withdrew 
legislation, which intended to prevent 
‘double dipping’ if parents were receiving 
Government Parental paid leave and also 
getting a parental leave payment from their 
company. 

Finally, every industry has specific 
circumstances to consider and private equity 
and venture capital are no different. 

One particular area specific to the industry 
is how to treat the division of a fund’s 
profit, or carried interest, when a person 
is on parental leave. If a parent is going to 
be on leave for a significant period of the 
fund’s life, then potentially that needs to be 
discussed in terms of how it will affect their 
carry. Similarly, if a parent is on leave for a 
shorter period of time, but during that period 
a fund will be raised and carry allocated, 
that may also need to be discussed. Both 
employer and employee need to be aware 
of this because often in private equity 
and venture capital, carried interest can 
be a much more significant component of 
remuneration than any parental payments.

Leave for dads and partners

Dads and partners are eligible for unpaid 
parental leave in the same way that mothers 
are, the one exception being that the period 
of parental leave can only commence on the 
date the child is born (or later if the mother 
takes a period of unpaid parental leave first).

Dads and partners can also get up to two 
weeks’ paid leave at the national minimum 
wage – these payments are funded by 
the government and made directly to the 
employee. To claim this, the partner needs 
to meet requirements for work, residence 
and the income test (currently below 

$150,000 per annum) and be on unpaid 
leave or not working while getting the 
payment.

In exceptional circumstances, dads and 
partners may be eligible for up to 18 weeks 
of government paid leave if they are the 
main carer for the child. 

Uptake by men of their parental leave 
entitlements remains low, however. While 
in Nordic countries about 40% of men take 
parental leave, in Australia only one in every 
50 men takes leave.  

In many ways, this comes down to cultural 
expectations around gender roles and 
simple economics. As women typically earn 
less than men, it makes more sense for 
women to take advantage of parental leave 
entitlements and men to remain working.

This is despite research7 that shows men 
taking parental leave has a lasting effect on 
family relationships and gender balance. 
Organisations can make an important 
contribution to gender relations in Australia 
by normalising men taking parental leave.  

In doing so this also makes these 
organisations more attractive to women, 
through actively demonstrating an inclusive 
culture where parental issues are understood 
to be a joint responsibility.

7 OECD 2016. Parental Leave. Where are all the fathers?
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Having good policies around 
parental leave is only the baseline 
for leading organisations. There is 
a developed body of best practice 
beyond the legal requirements of 
parental leave that creates the 
environment for carers to return  
to work and thrive at their career
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Disclaimer – This template policy has been prepared for AVCAL Members to assist with 
developing a formal parental leave policy for their employees. It is provided as a guide only 
and should not be construed as giving the ground for any action or omission in connection 
with its material nor does it represent all legal obligations which must be complied with. 
The template needs to be tailored to meet Members’ particular obligations, requirements 
and circumstances and should be reviewed regularly. Members are encouraged to take legal 
advice to complete and finalise the policy. AVCAL does not assume liability for any damage 
that may be caused to anyone as a result of any action (or omission) on the basis of the 
information or drafting contained herein.

Purpose of Policy

ABC values its employees by providing 
positive opportunities for family 
commitments. This policy applies to all 
permanent ABC employees. 

 Am I eligible for unpaid parental leave 
and how many weeks parental leave  
do I get?

All full-time and part-time employees 
(including same sex and de-facto couples) 
are eligible for 12 months of unpaid 
parental leave if they have completed at 
least twelve months of continuous service 
with ABC immediately before:

a) the birth of either their child or their 
spouse’s child (including de-facto 
spouses); or 

b) placement of a child with the employee 
for adoption.

For casual employees to be eligible for 
unpaid parental leave, they need to have:

a) been working for ABC on a regular and 
systematic basis for at least 12 months; 
and

b) a reasonable expectation of continuing 
work with ABC on a regular and 
systematic basis, had it not been for the 
birth or adoption of a child.

Eligible employees have the right to request 
a further period of 12 months unpaid 
parental leave which can be refused for 
‘reasonable business grounds’. Employees 
who have taken parental leave do not have 
to work for another twelve months before 
they can take another period of parental 
leave.

Sample 
parental leave 
policy
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Adoption leave is only available in relation 
to a child under sixteen years of age (as at 
the date of placement), who has not lived 
continuously with the employee for six 
months as at the date of placement.

If you do not meet the requirements of 
unpaid parental leave, you may apply for 
another form of leave in accordance with 
the terms and requirements of the relevant 
policy.   

Unpaid pre-Adoption Leave
An employee who is taking unpaid parental 
leave to care for an adopted child is entitled 
to two days unpaid pre-adoption leave 
to attend any interviews or examinations 
required in order to obtain approval for the 
employee’s adoption of a child.

 Am I entitled to paid parental leave?

You may be eligible for the Australian 
Government-funded parental leave for up to 
eighteen weeks. For more information about 
government-funded paid parental leave and 
whether you are eligible, you should check 
the Department of Human Services website 
https://www.humanservices.gov.au/customer/
enablers/eligibility-parental-leave-pay.  
These payments are made to ABC first,  
who then pays them to the employee. These 
payments do not affect or replace unpaid 
parental leave.

[Consider- Furthermore, in an effort to 
maintain a competitive advantage amongst 
other potential employers, ABC will offer, 
primary carers who are eligible for unpaid 
parental leave [as well as government 
funded leave, the difference between the 
government funded parental leave pay and 
your normal rate of pay for the first [12] 
weeks of your parental leave. Employees who 
are not eligible to receive the Government 
funded leave (due to their annual income 
being higher than the threshold) will 
receive full pay for the first [12] weeks of 
your parental leave.] [Consider including 
any requirements regarding the leave (i.e. 
requirement to repay if the employee does 
not return to work.]

 How do I apply for unpaid parental 
leave?

An employee is required to complete an 
unpaid parental leave request form and to 
give ABC at least ten weeks written notice 
before starting parental or adoption-related 
leave (but preferably earlier). The form 
must specify the intended start and end 
dates of the leave, expected date of birth 
or adoption. Once received, ABC will notify 
the employee as to his/her entitlements in 
accordance with the relevant legislation.

ABC requires evidence, including a medical 
certificate or a statutory declaration, stating 
the expected date of birth or the day of 
placement for adoption (including whether 
the adopted child is under sixteen years of 
age at the date of placement).

At least four weeks (but preferably earlier) 
before the intended date of commencement 
of parental leave, an employee must 
(unless impracticable) provide a notice 
re-confirming the start and end dates of the 
leave (or advise of any changes).

 When must my parental leave start?

Parental leave must start:

• for a pregnant female employee, 
no earlier than six weeks before the 
expected date of birth of the child 
(unless otherwise agreed with your 
manager) and no later than the date of 
the child’s birth;

• for an employee other than the pregnant 
female employee, on the date of the 
child’s birth or placement of the child 
(if they are the primary caregiver for the 
child);
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• for employee couples, at the end of the 
first employee’s period of leave, the 
other employee’s period of leave must 
immediately start – in other words, they 
must tag team. Each parent can take 
a separate period of up to 12 months’ 
unpaid parental leave, however the 
couple’s combined leave cannot be for 
more than 24 months;

• employee couples will be entitled to 
take up to eight weeks parental leave 
(within the twelve month period) at 
the same time (either continuously 
or in blocks of a period of two weeks 
minimum) after the birth or placement 
of a child.  

 Can I break up my parental leave?

For each individual employee, unpaid 
parental leave must be taken in a single 
continuous period (unless in the case of 
the 8 weeks concurrent leave for employee 
couples, which can be taken in separate 
periods). 

 What happens if I want to take any of 
my accrued paid leave whilst I am on 
parental leave?

You may only take accrued annual leave 
during your unpaid parental leave. If this 
happens, the period of annual leave does 
not extend the period of parental leave 
nor does it break the continuity of unpaid 
parental leave.

You may be able to take long service leave 
depending on the relevant legislation. [If 
applicable – Employees on employer-funded 
paid parental leave can take paid personal/
carer’s or compassionate leave.]

Am I eligible to continue to accrue annual, 
personal and long service leave whilst on 
parental leave?

You will not accrue any type of leave 
(annual, personal, long service etc) whilst 
on unpaid parental leave or receiving the 
government-funded benefit. [If applicable 
- Paid leave may accumulate when an 
employee is on employer-funded paid 
parental leave].

 What happens if I experience a 
pregnancy-related medical event?

In the event of a pregnancy-related illness, 
special unpaid maternity leave can be taken 
by an eligible female employee upon receipt 
of a medical certificate for the period stated 
in that medical certificate provided by the 

employee’s medical practitioner. If the 
pregnant employee has personal or annual 
leave, they may use up that first.

If an employee takes special maternity 
leave, the leave will end when the pregnancy 
or illness ends, whichever is earlier.

The entitlement to unpaid parental leave is 
not reduced by the amount of any unpaid 
special maternity leave taken by the 
employee while they are pregnant.

 What if, during my pregnancy, I’m unable 
to continue in my current role? 

All pregnant employees, including casuals, 
are entitled to move to a safe job if it isn’t 
safe for them to do their usual job because 
of their pregnancy. This includes employees 
that are not eligible for unpaid parental 
leave.

ABC will use every endeavour to ensure 
that an employee who is pregnant is not 
required to perform unreasonable duties. 
An employee who moves to a safe job will 
still receive the same rate of pay, hours of 
work and other entitlements she had in 
her original position, although she and her 
employer can agree on different working 
hours.
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ABC will require suitable medical evidence 
from the employee that she is unable to 
perform her normal role.

Where no safe job is available, the employee 
may be entitled to take ‘no safe job’ leave, 
which is paid for employees entitled to 
unpaid parental leave, and unpaid for all 
other employees.

 What if I lose my baby and wish to return 
from parental leave?

An employee who is eligible for unpaid 
parental leave can also take special 
maternity leave if her pregnancy ends 
after 12 weeks because of a miscarriage, 
termination or stillbirth. If she takes leave 
because of a miscarriage, termination or still 
birth the leave can continue until she is fit 
for work.

If you are on parental leave and wish to 
reduce your period of unpaid parental leave 
and return to work sooner than planned due 
to the loss of your baby, you must provide 
your manager with written notice that you 
intend to return to work within approximately 
four weeks. ABC must then respond advising 
a return to work date within approximately 
four weeks’ time.

 What if I would like to extend or reduce 
my parental leave period?

An employee may request an additional 
period of unpaid parental leave of up to 
twelve months immediately following the 
end of the initial period of leave (subject to 
eligibility and business needs). 

An employee must provide at least four 
weeks’ notice in writing before the end 
of the employee’s initial period of leave 
requesting an extension. A request for 
extended leave must also confirm the new 
start and end date. ABC must respond in 
writing to the written request as soon as 
practical and not later than 21 days after 
the request is made.

A request may be refused on reasonable 
business grounds. ABC must give reasons 
for any refusal. 

If you wish to reduce your period of unpaid 
parental leave and return to work sooner 
than planned, for reasons other than the loss 
of your baby, please speak to your manager 
to see if this can be arranged.

 Can I choose to or be asked to perform 
paid work whilst on unpaid parental 
leave?

You may request to perform a maximum of 
ten days paid work whilst you are on unpaid 
parental leave however, this would need to 
be agreed by your manager and your first day 
of work during your unpaid parental leave 
would have to take place at least 14 days 
after the birth or placement of your child. 
Any keeping in touch days do not affect your 
unpaid parental leave entitlement. If you 
extend your leave beyond 12 months, you 
are entitled to an additional 10 keeping in 
touch days.

Keeping in touch days may be worked:

• as a part day;

• 1 day at a time;

• a few days at a time; or

• all at once.

ABC may only request an employee to 
perform paid work during their unpaid 
parental leave if the employee has not 
already performed 10 days of work and if 
the work is to be performed at least 42 days 
after the birth or placement of the child - 
the employee has the right to refuse.
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 How should I remain in contact while  
on leave?

You should provide personal email details, 
telephone contact numbers and your 
residential address before you go on leave. 
It is your responsibility to advise ABC of 
any changes to these so they can remain in 
touch with you during your leave. 

ABC expect to continue to communicate 
with the employee, where appropriate, in 
terms of any major changes at ABC that may 
impact your position.

 Who should I contact while I’m on leave?

If you have any queries regarding your 
parental leave, please contact your manager 
or another manager (in the event that you 
cannot access your manager) via either their 
work email address or work phone number.

 What do I need to do when it’s time to 
return to work?

Employees are entitled to return to work in 
the position (as described in their formal job 
description) they held before taking parental 
leave (subject to the remainder of the points 

of this section). Notice of their return to the 
workplace should be provided in writing at 
least four weeks before the agreed return 
date. The pre-parental leave position does 
not include any temporary ‘safe job’ position 
the employee may have held while pregnant.

If ABC makes a decision that will have 
a significant effect on the status, pay or 
location of an employee’s pre-parental leave 
position, ABC must take all reasonable steps 
to inform the employee of that decision and 
give the employee an opportunity to discuss 
the effect of the decision on his or her 
position.

If the employee’s pre-parental leave position 
no longer exists, the employee is entitled 
to return to an available position for which 
the employee is qualified and suited that is 
nearest in status and pay to the employee’s 
pre-parental leave position. If no position 
exists, the employee’s job becomes 
redundant. [If applicable - As ABC is a small 
organisation with less than 15 employees 
[Note – This number is calculated on a 
head count rather than FTE basis and 
includes any employees of an associated 
entity.], ABC is not required by law to issue 
redundancy pay, however, in an effort to 
maintain a competitive advantage amongst 
other potential employers, ABC may (at the 
discretion of the CEO/Managing Partner/s) 

offer redundancy pay, in accordance with 
its redundancy policy and in the following 
circumstances:

1. The employee has completed at least 
twelve months of continuous service 
with ABC immediately before the day of 
redundancy and;

a) The employee is not being made 
redundant due to their involvement 
in serious misconduct; and

b) ABC declares that the employee’s 
job has become redundant; or

c) ABC goes into insolvency or 
bankruptcy. 

2. The rate of pay may be offered in 
accordance with the redundancy pay 
table provided in section 119 (2) of the 
National Employment Standards (NES) 
legislation.

Note: If ABC merges with or is acquired by 
another company and an employee rejects a 
role with the new company, the employee is 
not entitled to redundancy pay.
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 What happens if I need flexibility in my 
working hours when I return to work?

Eligible employees have the right to request 
flexible working arrangements. To be 
eligible, employees must have worked for 
ABC for at least 12 months on a full-time or 
part-time basis. Long term casual employees 
are also eligible. Employees are eligible to 
request flexible working arrangements if they 
are/or:

• a parent, or has responsibility for the 
care of a child who is of school age or 
younger;

• a carer (within the meaning of the Care 
Recognition Act 2010);

• have a disability;

• 55 or older;

• experiencing violence from a member of 
the employee’s family; or

• providing care or support to a member 
of their immediate family or household 
who requires care or support because 
they are experiencing violence from the 
member’s family.

Your specific circumstances should be 
discussed with ABC at least four weeks 
before your scheduled return to work. You 
must make a formal request to ABC in 
writing, which clearly outlines the change 
sought and the reasons for the change. ABC 
will respond to your request and provide 
reasons for its decision within 21 days. It 
may only refuse a flexible working request on 
reasonable business grounds. This includes 
reasons such as costs, inability to change 
working arrangements for other employees, 
loss of efficiency or productivity or negative 
impact on customer service.

Dads and partners

Dads and partners are eligible – in the same 
way that mothers are – for up to 12 months’ 
unpaid parental leave including 18 weeks 
of Government paid leave if they are the 
main carer for the child and meet eligibility 
requirements. 

Eligible working dads and partners 
(including same sex partners) are entitled to 
2 weeks government-funded leave paid at 
the national minimum wage.

[Optional - Furthermore, for those eligible, 
ABC will top up the difference between the 
government funded leave and your normal 
earnings for the two weeks. (To be eligible, 
the partner needs to meet requirements 
for work and the income test and be on 
unpaid leave or not working while getting 
the payment – for more details refer: https://
www.humanservices.gov.au/customer/
services/centrelink/dad-and-partner-pay).] 
[For employees who are not eligible for 
Government funded leave due to their 
annual income being higher than the 
threshold, ABC will provide two weeks at 
their full pay.]

Fund economics

Fund economics such as carried interest 
may be negotiated on a case by case basis.
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This sample policy can be used as a framework and 
should be amended to fit individual circumstances. 
There are also significant resources on parental leave 
on government websites such as www.fairwork.gov.au.
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