
At QBE, we offer a dynamic, supportive and inclusive workplace 
where people are given the space to achieve their personal 

and professional goals. 

We believe that providing a great place to work, and investing in our people 
now and into the future, are key to the long-term sustainability of our business. 

Our organisational culture is expressed through seven behavioural elements, the 
QBE DNA. We know that it is not just what we do, but how we do it, that can make 
a difference in the lives of our customers and our people, helping us achieve our 
purpose. Our QBE DNA underpins everything we do and helps us respond to the 
current and emerging needs of our people, customers, communities and other 

stakeholders. We are bringing our QBE DNA to life across the organisation and in our 
activities. Our QBE DNA sets out the expected behaviours for everyone in the Group 

and is central to the Group’s Code of Ethics and Conduct.  

People and 
culture

Our QBE DNA

We are  
customer- 

centred

We are  
diverse

We are  
technical  

experts

We are  
fast-paced

We are 
courageous

We are 
accountable

We are  
a team
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ME@QBE: Managing performance 

We continue to foster a working 
environment where people and 
performance matter. In 2019, we 
introduced a new performance 
management system called 
ME@QBE, which provides our 
employees with a simpler and 
more modern approach to 
performance management. 
The process is based on regular 
conversations with their manager, 
continual feedback on how that 
individual is living our QBE DNA 
and ongoing support for personal 
and professional development. 

Through ME@QBE, our people 
align their personal goals with 
QBE’s strategic priorities, providing 
a stronger connection between 
individual performance and 
the success of the Group. Our 
new system also supports our 
employees to focus on personal 
and career development. 

We recognise, reward and 
celebrate achievements and 
outstanding contributions. 
We strive to offer employees 
competitive financial benefits 

that reflect their efforts and 
accomplishments, which meet or 
exceed community expectations. 
Through our various programs, 
we also celebrate employees 
who consistently demonstrate 
our QBE DNA and continue to 
create value for our customers, 
business and stakeholders. For 
example, in 2019 local executives 
rewarded employees within their 
teams who truly live our QBE DNA 
with an invitation to our Global 
Leadership Forum.

Our culture of risk management 

The Board People & Remuneration 
Committee (PARC) oversees our 
people strategy and our progress 
against it. Our Group Board 
works to continually improve our 
understanding of risk culture and 
operational effectiveness. 

We have a broad view of risk 
culture which includes how risk is 
understood, identified, managed and 
prioritised to form part of the cultural 
fabric of the organisation. We take 
an integrated, holistic perspective 
on organisational culture rather than 
treating risk culture as a separate 
aspect of the Group’s culture. During 
the year, we ran focused campaigns 
across the Group to highlight 
good risk management practices 
and behaviours.

Our QBE Voice employee 
survey showed that 88% of our 
employees believe that managing 
risk is prioritised and valued across 
the business. In addition, 88% 
of our employees believe they 
have a good understanding of 
QBE's risk management practices, 
policies and procedures, up three 
percentage points from 2018.

Our performance management 
system, ME@QBE, is designed 
to enable an assessment of risk 
performance for all employees 
based on outcomes and 
behaviours. We developed 
corporate standards for our 
employees to help build 
a stronger risk management 
culture and highlight that 

everyone is accountable for 
managing risks at QBE.

For all senior leaders (level 3 and 
above), it is mandatory to have 
a ‘managing risk’ goal as part 
of ME@QBE, the achievement 
of which is considered when 
determining incentive outcomes. 
Executives are also subject to 
a detailed risk review using input 
from the Group Chief Risk Officer 
and Chairman of the Board 
Risk & Capital Committee, with 
the outcome shared with the 
PARC and having an impact on 
determining incentive outcomes. 

  Refer to the 2019 Remuneration 
Report and Risk – our business in 
the 2019 Annual Report for further 
information. 

Our culture of risk management 
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Engaging our people 

Our employee network groups 
empower our people to work 
together on issues they care 
about. These groups include 
QBE Pride (LGBTI+), MIX (ethnic 
diversity), Women’s Initiative 
Network and The Circle (women) 
and Valour (veterans). Others 
include Workability, which 
focuses on employees living 
with physical and mental disability, 
and Open Mind, focused on 
employee mental health and 
wellbeing. Across our offices, 
we have implemented change 
and advocacy networks to foster 
employee engagement and 
bring our QBE DNA to life.

Our annual QBE Voice employee 
survey focuses on issues such 
as employee engagement, 
satisfaction and enablement, 
organisational culture, leadership 
and management effectiveness, 
diversity and inclusion (D&I) and 
risk culture metrics. The survey 
gives our people the opportunity 
to tell us what it feels like to work 
at QBE, and where we need to 
improve our employee experience 

and workplace culture. We 
also use the survey process 
to get a point-in-time view of 
the demographics and diverse 
composition of our workforce. 
Refer to pages 51 to 53 for further 
information. In 2019, we achieved 
a strong response rate of 87%, 
with an overall engagement score 
of 70%, up four percentage points 
from 2018, and an enablement 
score of 71%, up two percentage 
points from 2018. 

Key insights from this year’s 
survey showed that more people 
are aware of the QBE DNA (up 10 
percentage points), highlighting 
the continued integration of 
our seven cultural behavioural 
elements across the business. 
More people feel QBE is open and 
honest in communications (up 
six percentage points) and can 
express their views freely without 
fear of negative consequences 
(up five percentage points). Our 
people agree that their team is 
committed to delivering quality 
products and services, that they 
are treated with respect as 

individuals, and understand what 
is expected of them in their job. 

It was great to hear that more 
people believe their manager 
supports them in their 
development. There is growing 
trust and confidence in our 
leaders, both the Group Executive 
Committee (up seven percentage 
points) and Divisional Leadership 
teams (up four percentage points). 

Our people have asked us to 
continue to become more 
innovative as a company. 
Feedback has indicated that the 
work we are doing to achieve 
our strategic priorities is having 
an impact and QBE is continually 
transforming for the better. 

QBE Voice  
survey results

Engagement 

70%
Up 4 percentage points from 2018

Enablement 

71%
Up 2 percentage points from 2018

People are at the heart of our business. Creating an environment where our 
employees feel engaged, supported and equipped to do their best is essential 
to our success. 

How we engage our people
We continue to use platforms such as Yammer and Microsoft 
Teams to support networking, information sharing and 
collaboration across the Group. We engage our people 
through interactive forums, team meetings and networks that 
encourage two-way conversations. Our Group and divisional 
Chief Executive Officers (CEOs) provide regular updates in town 
halls, via email or networking platforms, giving employees 
the chance to directly comment and ask questions about 
the business and our strategic priorities. Our executives use 
town halls, huddles, roundtable discussions, focus groups 
and 'YamJams' (online chat forums via Yammer) to encourage 
employees to voice their thoughts, suggest improvements 
or innovations and engage with their leaders. 
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Investing in the growth of our people 

We know that long-term career development is crucial to employee 
engagement, satisfaction and retention, and we offer tools and resources 
to help our people identify and achieve their career goals. 

In 2019, we enhanced our focus 
on the future of work, considering 
the different capabilities that 
our people will need in the 
years to come given the rise of 
automation, artificial intelligence 
and machine learning in less 
complex tasks within the business. 
We encourage our employees to 
drive their own development and 
work with their manager to create 
a personal development plan. We 
use our talent management and 
succession-planning processes to 
identify high-potential employees 
and build their capability for future 
roles within the Group. 

Building our 
technical expertise 
We continue to invest 
in the learning and 
development requirements 
of our intermediaries. In 2019, 
we received two Gold LearnX 
Live! Awards for our Commercial 
Lines Authorised Representative 
(AR) community in Australia 

Pacific. This includes Best 
Learning and Development 
Project and Best Bespoke 
Training Project. We developed 
an AR hub and digital learning 
platform consisting of several 
product specific modules offering 
industry-recognised points for 
professional development. Our 
AR hub helps our commercial 
partners build their insurance 
product knowledge with 
associated on-the-job resources 
in a format that suits their 
needs and provides practical 
learnings that can be applied to 
real-life situations across a range 
of products. 

Developing our leaders 
In 2019, we further invested 
in developing our leaders 
through a global program called 
Lead@QBE. The program was 
designed to uplift the capability 
of our people leaders and equip 
them to play a role in driving 
a high-performance culture. 

Across the Group, more than 
70% of our people leaders 
participated in at least one 
element of the program designed 
to develop people leadership 
skills on topics including giving 
great feedback, performance 
coaching, shaping futures and 
differentiating performance. 
We embedded the QBE DNA into 
the Lead@QBE program to help 
further accelerate the cultural shift 
within the business. 

In October 2019, we brought 
together our top 170 leaders 
from across the Group in 
a two-day leadership forum. 
This enabled our senior leaders 
to better understand our future 
strategy as a business to respond 
to changing environmental 
and macroeconomic trends. 
Throughout the year, each QBE 
division hosted a local leadership 
forum to reinforce our Group and 
divisional business strategy, align 
leadership teams and plan for 
the future.
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Diversity and inclusion 

Our people possess the vast range of skills, insights and experience needed 
to respond to challenges and opportunities, and service our customers. We 
embrace the diversity of all our people irrespective of difference, and believe 
this spirit of openness is essential to attracting, retaining and developing the 
best people for the best organisational and personal outcomes. 

  Our global policy 
In 2018, we revised and 
relaunched our Global Diversity 
and Inclusion Policy, which 
highlights our commitment 
to promoting equality, and 
embedding inclusion, in our 
workplace. The PARC oversees 
our strategy and progress and the 
Global D&I Council (comprising 
our Group Executive Committee) 
drives our agenda collectively 
and divisionally. We report our 
progress publicly through QBE’s 
Corporate governance statement.

  Progress on 
achieving our women 
in senior management 
goals
Across the Group, our goal is to 
achieve 35% women in leadership 
by women by 2020. In 2019, we 
achieved a 2% increase to 34%. 
This was due to our ongoing 
focus on recruiting, selecting, 
promoting and developing our 
people, including our women. 
For example, in Australia, we 
continued to run our flagship 
career acceleration program 
'Lead In' with great success. 

   Promoting 
equality through 
advocacy 
We continue to strengthen our 
tone from the top with our QBE 
Champions of Change network, 
an initiative led by our Group CEO 
to encourage the top 50 senior 
leaders across the business to 
become powerful role models and 
champions of D&I and directly 
influence change. We launched 

a series of ‘Learning Bites’ focused 
on D&I to educate our employees, 
and raise awareness, on topics 
such as speaking up and standing 
by others as a team. 

Further, our Group Executive 
Committee (GEC) has placed 
a higher level of visible sponsorship 
and accountability on issues 
relating to the progression of 
women in leadership and the fair 
treatment of all. This included our 
senior-level leadership advocating 
for, or being signatories to, external 
pledges or charters such as the 
Male Champions of Change 
group in Australia, HM Treasury 
Women in Finance Charter in 
the United Kingdom, Tech Talent 
Charter in the United Kingdom 
to achieve greater gender diversity 
in technology services and the 
charter created by the reference 
French LGBT+ association, 
L’Autre Cercle, for the inclusion 
of LGBT+ people in the workplace. 
We also continue to speak out 
and advocate on D&I issues 
through partnerships such as 
those with Lloyd’s Dive In festival 
in the United Kingdom, an annual 
event promoting year-round best 
practice in diversity and inclusion 
in the global insurance industry.

  Refer to Customer and 
community for further 
information about our 
contribution to gender equality 
and women's empowerment 

through community initiatives. 

 Equality in recruitment
We continue to focus on 
strengthening our hiring practices 
to promote D&I across our 

workforce including tracking of 
gender-diverse hirees, interview 
panels and shortlisted candidates. 
We created a new recruitment 
guide in 2019 to help support and 
upskill people leaders in hiring and 

promoting diverse hiring practices. 

 Diversity in our 
supply chain 

We are committed to 
encouraging D&I in our supply 
chain. Our Supplier Sustainability 
Principles outline our desire to 
work with businesses that reflect 
the diverse nature of the people 
and communities we serve, 
including minority and First 
Nations businesses, disability and 
social enterprises, female-owned 
and/or led businesses, our 
community partners and other 
not-for-profit businesses. 

  Refer to Operational excellence 
for further information. 

These icons 
denote 
integration 
of WEPs

  QBE North America was named 
Insurer of the Year for Diversity and 
Inclusion at the Reactions North America 
Awards 2019 to acknowledge our progress 
and commitment to D&I initiatives. 
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 Sharing the care 
We are changing the face of parenting for our employees with 
the introduction of a new paid parental leave initiative in Australia 
and New Zealand – Share the Care. The initiative aims to make 
parenting, career breaks and flexible working ‘business as 
usual’ for both men and women. Share the Care eliminates the 
gendered terms of 'primary' and 'secondary' carer, instead now 
offering our existing 12-weeks’ paid parental leave to every new 
parent – acknowledging the important roles all parents play within 
a working family. We are the first general insurer in Australia, and 
first organisation in New Zealand, to adopt a gender-equal, flexible 
paid parental leave policy as we continue to foster an ever more 
inclusive workplace. 

   Flexible working at QBE
We create and maintain a diverse and inclusive workforce by 
recognising and responding to people’s needs at different stages 
of their lives and the role that new technologies can play in making 
our workplaces more flexible and adaptable. We also support 
flexible working to help employees balance personal obligations 
with their careers. 

In 2019, we continued to embed our Flex@QBE Principles, aligned 
to our QBE DNA, across the business. These principles outline the 
standards, values and practices that underpin our approach to 
flexible working and guide both employees and people leaders 
as they carry out their respective roles and responsibilities. 

Across our offices, we have formal ‘Work from Home’ policies to 
further support our employees. We also offer our employees a 
variety of local benefits including leave support for carers, discounted 
insurance products, health and wellbeing programs and more.

We track our employees’ access to flexible working and 
collaboration tools, including working remotely. Insights show that 
the ability to work flexibly is an important part of the employee 
experience as our people seek to balance their professional, 
personal and family commitments. Our QBE Voice survey results 
indicate that 84% of our employees believe that their work 
schedule is flexible enough to allow them to meet family and 
personal responsibilities. 

  Supporting our 
employees who are carers
Across our divisions, we offer several 
options to support our employees with 
family or carer responsibilities. In North 
America, our employees can access up 
to 20 days of 'back-up care' each year, 
being discounted childcare or elder 
care that can be in-home, or centre-
based. This provides much needed 
support when an employee’s regular 
care options fall through, for any reason. 
We also offer Mother’s Milk Shipping 
to support mothers returning to work 
whose jobs require them to travel. 

Across a number of our countries, 
including Australia, Hong Kong, New 
Zealand, Singapore and the United 
Kingdom, we offer our employees paid 
maternity leave in excess of the legally 
required minimum. In the United States, 
Australia and Hong Kong, we also offer 
our employees paid paternity leave in 
excess of the legally required minimum.

   Financial literacy 
and wellbeing 
We offer a wide range of initiatives 
to support our employees’ financial 
wellbeing and literacy. This includes 
one-on-one financial reviews, 
webinars on financial wellness, classes 
on financial budgeting, training 
on retirement planning (including 
superannuation and pension fund 
management) and estate planning. This 
is particularly relevant as our workforce 
demographics continue to change. 

   Upholding 
human rights
Across our international divisions, 
we respect human rights and commit 
to avoiding human rights harm. We are 
dedicated, and promote adherence, 
to internationally-recognised human 
rights principles to secure the dignity 
and equality of our employees, 
customers, communities and suppliers. 

  Refer to Governance for further 
information on how we manage human 
rights across our business.
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 Fair remuneration and gender pay equity
At QBE we seek to reward our employees fairly and support our objective of gender pay equity through regular analysis, 
monitoring and transparent communication. Since 2012, in Australia, we have internally measured the gender pay gap as 
required under the Workplace Gender Equality Act 2012 (Cth) and reported findings to the Australian Workplace Gender 
Equality Agency. We continue to report the gender pay gap in the United Kingdom in accordance with local legislation.

In both instances, we measure the gap based on the requirement to report average salaries of males and females in the 
specified country, which has highlighted a gender pay gap driven predominantly by having more males than females in 
senior roles. We continue to remain focused on the diversity of our leadership roles, including progressing our target of 
35% women in leadership by 2020. Our analysis has indicated that in our three largest commercial markets (the United 
Kingdom, the United States and Australia), we pay our employees in excess of publicly acknowledged levels of what is 
understood in those jurisdictions as the ‘living wage’ (broadly, the minimum income necessary to meet basic needs). 

Since 2018, we have been using multivariate regression analysis to assess the gender pay equity gap based on 
the key drivers of pay in our organisation including the role, location and performance of the employee. This 
methodology is applied across all our major markets of Australia, the United States, the Philippines and the United 
Kingdom, covering approximately 90% of QBE’s workforce. As an average across these markets, our gender pay 
equity gap is sufficiently small enough to be confident that we pay men and women equally in like-for-like roles. 
However, we recognise that at an individual level, some pay gaps still exist and we are working to address any 
identified gaps through our ongoing salary review processes and other initiatives. During 2020, we expect to make 
further progress in this area with targeted adjustments to an employee’s pay as identified and required, alongside 
ongoing reviews of our people processes to ensure gender-balanced outcomes. 

   Addressing 
discrimination and 
equal employment 
opportunity
As part of QBE’s commitment 
to treating our people, and our 
customers, with respect and 
dignity, we do not tolerate any 
form of discrimination as outlined 
in our Group Code of Ethics and 
Conduct. Equal employment 
opportunity is key to our 
approach to workforce diversity 
and inclusion, and we strive to be 
an equal opportunity employer 
wherever we are in the world.

QBE provides training and 
education on discrimination 
and appropriate workplace 
behaviour to all employees, and 
the Group Whistleblowing Policy 
details how to report incidents 
of discrimination.

 Promoting health, 
safety and wellbeing 
Across our business, we actively 
promote the health, safety and 
wellbeing of all employees, 
contractors and visitors. Along 
with the policies and initiatives 
discussed in the Governance 
section, the following core policies 
support our efforts in this area: 

• Work Health and Safety 
(WHS) Policy;

• Flex@QBE Principles; and

• Group Code of Ethics 
and Conduct.

Our Group and divisional CEOs 
take executive-level responsibility 
for health, safety and wellbeing. 
All people leaders at QBE are 
responsible for improving 
employee awareness of, and 
access to, relevant policies, 
processes and support.

Our global WHS Leadership Team 
exchanges initiatives and ideas 
from their respective divisions 
to enhance the offerings available 
to staff and contractors, and to 
mitigate risks that may arise. The 
team regularly reports their work, 
and findings, to the Group Board.

To help our people and their 
families live healthy, well-balanced 
lives we provide a range of 
wellbeing support services, 
including stress management 
information and training, dedicated 
training for mental health first aiders, 
access to confidential counselling 
programs, lifestyle benefits, health 
and nutrition programs, flexible 
working arrangements, childcare 
facilities and leave and carer 
provisions. These all help create 
a more productive and healthier 
workplace where employees 
can prioritise health (mental and 
physical) and minimise stress.
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equity gap is sufficiently small enough to be confident that we pay men and women equally in like-for-like roles. 
However, we recognise that at an individual level, some pay gaps still exist and we are working to address any 
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further progress in this area with targeted adjustments to an employee’s pay as identified and required, alongside 
ongoing reviews of our people processes to ensure gender-balanced outcomes. 
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discussed in the Governance 
section, the following core policies 
support our efforts in this area: 
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take executive-level responsibility 
for health, safety and wellbeing. 
All people leaders at QBE are 
responsible for improving 
employee awareness of, and 
access to, relevant policies, 
processes and support.

Our global WHS Leadership Team 
exchanges initiatives and ideas 
from their respective divisions 
to enhance the offerings available 
to staff and contractors, and to 
mitigate risks that may arise. The 
team regularly reports their work, 
and findings, to the Group Board.

To help our people and their 
families live healthy, well-balanced 
lives we provide a range of 
wellbeing support services, 
including stress management 
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working arrangements, childcare 
facilities and leave and carer 
provisions. These all help create 
a more productive and healthier 
workplace where employees 
can prioritise health (mental and 
physical) and minimise stress.
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Our workforce 

Overall workforce 1

11,704 
Total number of employees

 52.2% Female

 47.8% Male

11,314 
Total number of full-time 
equivalent (FTE) employees

Workforce (%) by employment level and gender 4

 2019 2018 5 2017 2016

FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE

Group Executive 
Committee (GEC) 27 73 27 73 11 89 10 90
Level 1 20 80 23 77 22 78 23 77

Level 2 29 71 26 74 22 78 23 77

Level 3 35 65 34 66 32 68 30 70
Level 4 48 52 48 52 47 53 47 53
Level 5 56 44 56 44 55 45 56 44
Level 6 64 36 64 36 64 36 64 36
Women 
Workforce Total 52 48 53 47 53 47 53 47
Total % of women in leadership (GEC–Level 3) 6

34 66 32 68 30 70 28 72

Average tenure by gender across levels of workforce 7 

2019 2018 

AVERAGE TENURE (YEARS) FEMALE MALE TOTAL FEMALE MALE TOTAL

Group Executive Committee 3.4 5.1 4.6 2.4 4.6 4.0 

Level 1 4.3 10.2 9.0 3.7 9.7 8.3
Level 2 5.9 8.6 7.9 6.0 8.6 7.9
Level 3 6.8 8.3 7.7 7.0 8.1 7.7
Level 4 7.0 7.0 7.0 7.1 7.1 7.1
Level 5 6.3 4.8 5.7 6.3 4.7 5.6
Level 6 6.0 3.6 5.2 5.9 4.2 5.3
Grand Total 6.4 6.0 6.2 6.4 6.0 6.2

 North America 2,206

 Australia Pacific 2,999

 International 2,720

 Group Head Office 2 1,167

 Group Shared Services Centre 3 2,612

Geographic footprint by division (headcount)

1 This includes permanent and fixed term, excludes casual/temporary employees and contingent workers not directly employed by QBE.

2 Group Head Office employees are based across all divisions of operation.

3 Group Shared Services Centre employees are based in the Philippines.

4 This includes permanent and fixed term, excludes casual/temporary employees and contingent workers not directly employed by QBE.

5 2018 data restated to align with current year methodology.

6 Women in leadership (i.e. women in senior management) is defined as Group Executive Committee, levels 1, 2 and 3.

7 This includes permanent and fixed term, excludes casual/temporary employees and contingent workers not directly employed by QBE. 2018 data has been updated 
to reflect changes in our HR system.
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Overall workforce by age and gender (headcount) 1

2019 2018

AGE FEMALE MALE TOTAL FEMALE MALE TOTAL

<30 1,225 1,026 2,251 1,386 1,096 2,482

30–50 3,705 3,231 6,936 3,945 3,377 7,322

>50 1,176 1,338 2,514 1,232 1,416 2,648

Overall workforce by average age

DIVISION 2019  2018 2017

North America 47 47 46

Australia Pacific 42 42 43

International 41 41 41

Latin America 2 – 40 38

Group Head Office 42 42 41

Group Shared Services Centre 32 32 31

Overall average age 41 40 40

Workforce by age and gender

 HEADCOUNT %

<30

 Female 54

 Male 46

30–50

 Female 53

 Male 47

 
>50

 Female 47

 Male 53

<30

>50

30–50

Attrition 3

OVERALL 
TERMINATIONS 4

VOLUNTARY 
ATTRITION 5

%

INVOLUNTARY
ATTRITION 6

%

OVERALL 
ATTRITION 

%

2019 2018 2019 2018 2019 2018 2019 2018

By gender
Female 1,334 1,804 12.4 14.5 9.2 11.8 21.5 26.2

Male 1,145 1,708 12.4 15.0 8.0 12.5 20.4 27.5

Grand Total 2,479 3,512 12.4 14.7 8.6 12.1 21.0 26.8

By age
<30 520 738 18.9 21.4 6.3 9.4 25.2 30.7

30–50 1,435 2,213 12.0 14.6 8.2 13.4 20.2 28.0

>50 524 561 8.4 9.3 11.4 10.8 19.8 20.0

Grand Total 2,479 3,512 12.4 14.7 8.6 12.1 21.0 26.8

By division
North America 349 311 9.0 8.8 6.4 4.1 15.4 12.9

Australia Pacific 565 529 11.3 12.5 8.3 5.7 19.6 18.2

International 425 526 11.8 14.4 4.3 4.2 16.1 18.7

Group Head Office 7 208 224 10.6 14.4 8.0 6.8 18.6 21.2

Group Shared Services Centre 8 607 669 18.1 21.4 4.1 1.0 22.2 22.4

Subtotal 2,154 2,259 12.5 14.6 6.0 4.0 18.5 18.5

Latin America 9 325 1,253 5.0 17.0 196.9 122.0 201.9 139.0

Grand Total 2,479 3,512 12.4 14.7 8.6 12.1 21.0 26.8

1 This includes permanent and fixed term, excludes casual/temporary employees and contingent workers not directly employed by QBE. 2018 data has been updated to reflect changes 
in our HR system. Three employees with gender noted as 'Unspecified' have been excluded from this table.

2 Latin America disposed of in 2018 and therefore discontinued operations.

3 This includes permanent employees, excludes fixed term and casual/temporary employees as well as contingent workers not directly employed by QBE. 

4 Overall terminations include both voluntary and involuntary figures.

5 Voluntary terminations typically comprise resignations, contract terminations or voluntary retirement.

6 Involuntary terminations principally include those terminated through dismissal, redundancy or involuntary retirement.

7 Group Head Office employees are based across all regions. 

8 Group Shared Services Centre employees are based in the Philippines.

9 Latin America disposed of in 2018 and therefore discontinued operations. High level of attrition in Latin America is due to the consolidation of the Group’s divisional structure from 
six to five divisions. 
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Overall workforce by age and gender (headcount) 1

2019 2018

AGE FEMALE MALE TOTAL FEMALE MALE TOTAL

<30 1,225 1,026 2,251 1,386 1,096 2,482

30–50 3,705 3,231 6,936 3,945 3,377 7,322

>50 1,176 1,338 2,514 1,232 1,416 2,648

Overall workforce by average age

DIVISION 2019  2018 2017

North America 47 47 46

Australia Pacific 42 42 43

International 41 41 41

Latin America 2 – 40 38

Group Head Office 42 42 41

Group Shared Services Centre 32 32 31

Overall average age 41 40 40

Workforce by age and gender

 HEADCOUNT %

<30

 Female 54

 Male 46

30–50

 Female 53

 Male 47

 
>50

 Female 47

 Male 53

<30

>50

30–50

Attrition 3

OVERALL 
TERMINATIONS 4

VOLUNTARY 
ATTRITION 5

%

INVOLUNTARY
ATTRITION 6

%

OVERALL 
ATTRITION 

%

2019 2018 2019 2018 2019 2018 2019 2018

By gender
Female 1,334 1,804 12.4 14.5 9.2 11.8 21.5 26.2

Male 1,145 1,708 12.4 15.0 8.0 12.5 20.4 27.5

Grand Total 2,479 3,512 12.4 14.7 8.6 12.1 21.0 26.8

By age
<30 520 738 18.9 21.4 6.3 9.4 25.2 30.7

30–50 1,435 2,213 12.0 14.6 8.2 13.4 20.2 28.0

>50 524 561 8.4 9.3 11.4 10.8 19.8 20.0

Grand Total 2,479 3,512 12.4 14.7 8.6 12.1 21.0 26.8

By division
North America 349 311 9.0 8.8 6.4 4.1 15.4 12.9

Australia Pacific 565 529 11.3 12.5 8.3 5.7 19.6 18.2

International 425 526 11.8 14.4 4.3 4.2 16.1 18.7

Group Head Office 7 208 224 10.6 14.4 8.0 6.8 18.6 21.2

Group Shared Services Centre 8 607 669 18.1 21.4 4.1 1.0 22.2 22.4

Subtotal 2,154 2,259 12.5 14.6 6.0 4.0 18.5 18.5

Latin America 9 325 1,253 5.0 17.0 196.9 122.0 201.9 139.0

Grand Total 2,479 3,512 12.4 14.7 8.6 12.1 21.0 26.8

1 This includes permanent and fixed term, excludes casual/temporary employees and contingent workers not directly employed by QBE. 2018 data has been updated to reflect changes 
in our HR system. Three employees with gender noted as 'Unspecified' have been excluded from this table.

2 Latin America disposed of in 2018 and therefore discontinued operations.

3 This includes permanent employees, excludes fixed term and casual/temporary employees as well as contingent workers not directly employed by QBE. 

4 Overall terminations include both voluntary and involuntary figures.

5 Voluntary terminations typically comprise resignations, contract terminations or voluntary retirement.

6 Involuntary terminations principally include those terminated through dismissal, redundancy or involuntary retirement.

7 Group Head Office employees are based across all regions. 

8 Group Shared Services Centre employees are based in the Philippines.

9 Latin America disposed of in 2018 and therefore discontinued operations. High level of attrition in Latin America is due to the consolidation of the Group’s divisional structure from 
six to five divisions. 
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Diversity breakdown of workforce 

PART-TIMERS 2019 2018 2017 8

Female 472 484 630

Male 57 51 167

Total 529 535 797

Total Workforce 11,704 12,452 14,140

Part time % 4.5 4.3 5.6

4.5% of employees work part-time

Up from 4.3% in 2018

Workforce diversity indicators 1

Ethnicity 2  %

 Caucasian/White 44.4

 Asian/Asian British/  
Asian American 31.7

 Indian Sub-continent 2.0

 Other 1.8

 Mixed/Multiple ethnic groups 1.5

 Latino/Hispanic 1.5

 African/African American 
Caribbean/Black/Black British 1.1

 Oceanic and Pacific Islander 0.6

 Middle Eastern 0.5

 Indigenous 0.3

 Prefer not to answer 14.6

Gender identity 3

 %

 Female 44.8

 Male 41.6

 Transgender 0.3

 Another gender identity 0.6

 Prefer not to answer 12.7

Sexual orientation 4

 %

 Heterosexual 71.1

 Bisexual 1.8

 Gay 2.2

 Lesbian 0.7

 Another sexual orientation 
not listed 1.3

 Prefer not to answer 22.9

Disability 5

 %

 Yes 2.2

 No 85.9

 Prefer not to answer 11.9

Carer responsibility 6

 %

 Yes 43.0

 No 41.3

 Prefer not to answer 15.7

Carer responsibility: care provided to 7

 %

 School aged children 55.9

 Pre-school aged children 30.1

 Family member  
 with health problems 19.5

 Family member  
 who is frail 9.6

 Family member  
 with a disability 7.6

 Other 17.6

1 The following information is at a point in time, collected anonymously and voluntarily as part of the annual QBE Voice employee survey completed in November 2019. 

2 Based on % of survey respondents. Total survey respondents = 9,587. Papua New Guinea, Solomon Islands and Vanuatu were excluded from this survey question.

3 Based on % of survey respondents. Total survey respondents = 9,338. Papua New Guinea, Solomon Islands, Vanuatu, UAE and Malaysia were excluded from this survey question.

4 Based on % of survey respondents. Total survey respondents = 9,298. Papua New Guinea, Solomon Islands, Vanuatu, UAE and Malaysia were excluded from this survey question.

5 Based on % of survey respondents. Total survey respondents = 9,578.

6 Based on % of survey respondents. Total survey respondents = 9,679.

7 Based on % of survey respondents. Total survey respondents = 4,164. Respondents were able to select multiple options, therefore the % does not add up  to 100%.

8 Figures have been restated.
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