Gender impact assessments

Table 1 - Gender impact assessments

progress

Required Required Required Required Required Required Recommended Recommended
Title Subject Description Status Confirm if actions taken Describe actions taken Confirm intersectionality considered Explain intersectional lens applied
q . Were actions taken to develop or
Was_ (D e 3EiEl iR ERa el e G Was the policy, vary the policy, program or service |Describe the actions taken to develop or vary the policy, 5 3 8 3
. " " . service? ) ) Was it considered that gender inequality
\What is the title of the policy, program or service program or service |to meet the needs of people of program or service to meet the needs of people of . . . .
that was the subject of the GIA? . Beg 3 new, or up for different genders, address gender | different genders, address gender inequality and promote may _be_ col_'npounded a7 dlsadvantage or EXPI.a'" h°‘.” an |nterse_ec1|onal feneiias
For definitions of policies, programs and services, . . " ) . " " discrimination that people may experience |applied while completing the GIA.
3 5 . |Provide a description of the policy, review? inequality and promote gender gender equality. . . " "
Please use one row for each GIA completed. pl.ease RIS (i EJE e T 2 2 B i AFpeel S program or service subject to the GIA. equality as a result of the GIA? Cpliielasiiiiopeionalvy 9 A A
" " " N A: Glossary of terms. " " " . . If this was not done, explain why this was not
\When reporting on multiple actions taken, include Use the drop-down When reporting on multiple actions taken, include this . "
this information in the relevant single cell. q menu in the cell to  |Use the drop-down menu in the cell |information in one cell. You can press alt+enter to include UesiipelepeErm marmin cliD Rlacicabe
Use the drop-down menu in the cell to select your o g n select your answer.
TSI, select your answer. |to indicate whether or not actions new lines.
were taken as a result of the GIA.

Community Service Awards - Council Policy Policy The policy outlines the framework and For Review Yes The committee that considers the nominations and then Yes Yes, the advising committee (made up of
process for awarding community service provides advice to Council on who to recommend to community members, officers and
awards to individuals and groups in our receive the awards now considers gender equality as part Councillors) now deliberately considers
municipality of their considerations in evaluating nominations. matters of gender equality including

intersectionality as part of the
consideration/selection process.

Event Sponsorships 2021 (round 2) Program Council allocates an amount of event For Review Yes Officer recommendations to Council on which events to Yes Officers deliberately considered matters of
sponsorship money to applicants in two sponsor now include consideration of the promotion of intersectionality when assessing the
rounds over each financial year. The gender equality and whether any event has a positive or sponsorship applications and gave greater
applications are for sponsorship funding negative impact on gender equality. Applications which weighting to those that addressed
to assist with staging events in the promote gender equality are given greater weighting than intersectional issues within their promotion of
municipality. those that do not. gender equality.

Queenscliff Recreation Reserve Caravan Park - Service This project was the building of a new New Yes Gender equality considerations particularly ensuring the Yes In the design phase deliberate consideration

Hesse St toilets/showers toilet/shower block at one of our caravan toilets and showers were accessible to all genders was given to ensuring the toilets/showers
parks to replace an existing block. It is including those who are gender diverse was deliberately were accessible to all abilities of all genders.
also used by visitors to the beach and included in the design phase of the project. Consideration Other considerations were made including
sporting facilities. at the design stage was also given to accessibility of all ensuring that baby change / family change

genders and all gender carers to facilities within the facilities were accessible to carers of all
amenity block. genders and all ages.

Council's endorsement of the G21 and AFL Policy The Borough of Queenscliffe is one of 5 For Review Yes In considering whether to endorse the G21 and AFL No

Barwon Towards 2030: Strategy councils in the G21 region. The G21 Barwon Towards 2030: Strategy, Council reviewed the
group develops regional strategies, in strategy from a gender equality perspective. Council noted
this case a strategy for Australian Rules that the Strategy identified strategies to address a 60%

Football that provides clubs, leagues, decline in female participation from 35 to 14 club
Local Government participants from 2018 to 2019 within the Borough of
Authorities (LGAs) and other Queenscliffe.
stakeholders the opportunity to align
planning, investment and development The strategy also included a plan that throughout the G21
priorities across the region for the next region that 80% of player and umpire change rooms for
10 years. football and netball clubs
are gender neutral, accessible and universal in their design
by 2030.
Council's endorsed the Strategy but only after this gender
impact assessment of the Strategy.

Event Sponsorships 2022 (round 1) Program Council allocates an amount of event For Review Yes Officer recommendations to Council on which events to Yes Officers deliberately considered matters of
sponsorship money to applicants in two sponsor now include consideration of the promotion of intersectionality when assessing the
rounds over each financial year. The gender equality and whether any event has a positive or sponsorship applications and gave greater
applications are for sponsorship funding negative impact on gender equality. Applications which weighting to those that addressed
to assist with staging events in the promote gender equality are given greater weighting than intersectional issues within their promotion of
municipality. those that do not. gender equality.

Climate Emergency Response Plan — Program Council declared a Climate Emergency New Yes The action taken after undertaking a GIA on the No

Implementation Framework and then developed a response plan implementation framework was the realisation that many
with over 50 actions. The of the specifics actions with the Climate Emergency
implementation framework was Response Plan each need a GIA. This work will now be
designed to assist with the undertaken.

Community Service Awards 2022 - deciding on Program Council annually determines which For Review Yes The committee considering the nominations and then No

recipients of these awards individuals and community groups will recommending to Council who should receive the awards
receive community awards. Nominations considered gender equality as part of their considerations
are received and a committee reviews in evaluating nominations. The committee were also aware
the nominations and makes of unconscious bias and endeavoured to view the
recommendation to Council. nominations with different lens to ensure that gender

equality was promoted.

Community Grants 2022 Program The Borough of Queenscliffe provides a For Review Yes Officer recommendations to Council on which grants to Yes Officers deliberately considered matters of
program for grants for projects and award now include consideration of the promotion of intersectionality when assessing the grant
activities that aim to assist local gender equality and whether any event has a positive or applications and gave greater weighting to
community groups and organisations to negative impact on gender equality. Applications which those that addressed intersectional issues
increase involvement and provide promote gender equality are given greater weighting than within their promotion of gender equality.
opportunities for Council and the those that do not.
community to work together
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Event Sponsorships 2022 (round 2) Program Council allocates an amount of event For Review Yes Officer recommendations to Council on which events to Yes Officers deliberately considered matters of
sponsorship money to applicants in two sponsor now include consideration of the promotion of intersectionality when assessing the
rounds over each financial year. The gender equality and whether any event has a positive or sponsorship applications and gave greater
applications are for sponsorship funding negative impact on gender equality. Applications which weighting to those that addressed
to assist with staging events in the promote gender equality are given greater weighting than intersectional issues within their promotion of
municipality. those that do not. gender equality.

Community Engagement Policy Policy Council's Community Engagement For Review Yes Policy now CP003 Community engagement takes into Yes Policy now provides that officers are to
Policy outlines outline Council's account different accessibility and communication continually learn from previous engagements
commitment to engaging with the requirements and includes: and strive towards always gaining
community and provides guidance to the « flexible approaches to suit individual needs understanding of lived intersectional
organisation in undertaking community « respecting that different people have different needs experiences and apply these learnings to
engagement and consultation activities. « provides everyone with the opportunity to contribute, communication methodologies and

regardless of their age, gender identity, strategies. Officers will also seek to create
culture, location and accessibility needs an empowering space for all members of our|
« adopts a flexible approach for consultation community to feel safe sharing their

- considers a variety of access and communication responses with us.

requirements

Event Sponsorships 2023 (round 1) Program Council allocates an amount of event For Review Yes Officer recommendations to Council on which events to Yes Officers deliberately considered matters of
sponsorship money to applicants in two sponsor now include consideration of the promotion of intersectionality when assessing the
rounds over each financial year. The gender equality and whether any event has a positive or sponsorship applications and gave greater
applications are for sponsorship funding negative impact on gender equality. Applications which weighting to those that addressed
to assist with staging events in the promote gender equality are given greater weighting than intersectional issues within their promotion of
municipality. those that do not. gender equality.

Community Service Awards 2023 - deciding on Program Council annually determines which For Review Yes The committee considering the nominations and then No

recipients of these awards

individuals and community groups will
receive community awards. Nominations
are received and a committee reviews
the nominations and makes
recommendation to Council.

recommending to Council who should receive the awards
considered gender equality as part of their considerations
in evaluating nominations. The committee were also aware
of unconscious bias and endeavoured to view the
nominations with different lens to ensure that gender
equality was promoted.

IMPORTANT: When inserting new row(s) to this table, please ensure they are inserted above these two black rows.

Example(s)

ubject

Status

Describe actions taken

Example: Sports ground use and permits policy

Policy

This policy guides the hire and use of all
Council's sportsgrounds and facilities by
sports clubs and the public. The policy
outlines eligibility criteria for hire and use,
selection and booking process, fees,
payment options, cancellation options
and expectations of use.

For review

Amended the policy to include a commitment to allocate
30% of the total sportsground hiring capacity to new and
recently established sports teams comprising of women
and gender diverse people.

Amended the policy to include a commitment to support
local clubs to conduct respect and responsibility training to
promote gender equality.

Amended the policy to include a commitment to provide
dedicated womens and all-gender secured changerooms
and facilities for all womens and gender-diverse teams
who hire Council sportsgrounds.

Council conducted research and participated
in consultation to ensure the GIA considered
intersectionality. It was identified that
language and shared changeroom facilities
are percieved as major access barriers for
culturally and linguistically diverse (CALD)
women. Council has addressed these
concerns in amending the policy, committing
to implementing private changeroom areas
and increased signage in a variety of
languages.
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Strategies and measures

Table 2.1 - Strategies and measures progress

Required
Strategies and measures

Required
Status

Required
Status description

Recommended
Evaluation of success

Recommended
Timeline

Recommended
Responsible

Recommended

Relevant indicator(s)

List your organisation’s strategies and
measures. Include one strategy or
measure per row.

These are the planned actions that you
have outlined in your GEAP to promote
gender equality in your workplace.

Assign each strategy or measure a status from the
following list:

« ‘Complete’ indicates that all planned activities
related to this strategy or measure have been
finalised.

« ‘In progress’ indicates that the activities under this
strategy or measure are progressing but not yet
complete.

« ‘Ongoing’ indicates that the activities under this
strategy or measure do not have an end-date and
will be addressed on a continual basis.

« ‘Not started’ indicates that the planned activities
related to this strategy or measure have not yet
commenced, including those that are intended to
commence in future years. This should include
strategies or measures that have been delayed.

« ‘Void’ indicates that this strategy or measure
appeared in your defined entity's GEAP, but has
since been cancelled.

Describe your progress in implementing each strategy or measure in
your GEAP.

In particular, you need to explain:

* Why you have selected that status from the drop-down menu; and
« Whether the status indicates any delay or change from what was
planned in your GEAP and if so, the reason for this change.

Evaluating the success of each of your
strategies or measures may include:

« tracking against pre-identified success
markers. These markers may have been
specified in your GEAP.

« other evaluation markers that may not
have been specified in your GEAP, such
as participation levels, outcomes, or
changes resulting from the strategy or
measure,

« other ways the strategy or measure has
contributed to promoting gender equality
in your defined entity.

If your GEAP included a timeline
for action or implementation for
your strategies and measures,
include this timeline below.

If you did not include a timeline in
your GEAP, we highly recommend
you do so in this progress report by
including a timeline below.

Include the role or team
responsible for
implementing of each
strategy or measure.

1 2 3 4 5

Identify one or more indicators for each strategy or measure
that the action was designed to address.

See the Indicators key to the right of this table for a
description of each workplace gender equality indicator.

Strateaies and measures

Status

Status description

Evaluation of success

ine

Responsible

Provide training for all staff in gender Ongoing The time-line in our GEAP is that this was a short-term action (ie have all |Our measurable for this action was an Short-term HR & Governance X
equality and diversity staff undertake gender equality and diversity training). We now realise improvement in our People Matter Survey Coordinator
this is an on-going action. New staff need this training on induction and  |results. We have been very pleased that
existing staff need it on a regular basis. And it's also important for the the 2023 People Matters Survey results
training to evolve as staff capability grows. Hence the change in this showed 80% of staff in 2023 feel culturally
report to an ongoing action. safe at work, compared to 67% in 2021.
Similarly we have also been pleased that
Some training has occurred, eg introduction to gender equality but more |the 2023 People Matters Survey results
is planned. showed 86% of staff in 2023 considers the
organisation uses inclusive and respectful
images and languages, compared to 75%
in 2021.
Develop strategies to address gaps in In progress A tender process for an HR system that would allow us to collect this Short-term HR & Governance X
data collection, particularly data commenced in 2022. However, it was then put on hold in 2023 and Coordinator, Manager
intersectional data, ie data on then ceased in 2024 (this IT project is a collaborative one with other Finance and Corporate
Aboriginality, disability, cultural identity, councils). However, a new tender process has commenced in 2024 for Services
religion, sexual orientation, and data on an HR system. Evaluation of the system will include collection of
employees who identity as gender intersectional data. Note that Council does not currently have an HR
diverse software system.
Follow the guidelines set out in the Ongoing The communications team has endeavoured to follow these guidelines | Again, our measurable for this action was [Ongoing Communications X
Gender Equality in advertising and at all times. an improvement in our People Matter Coordinator
communications guidelines for local Survey results. We have been very
government In Council’s advertising pleased that the 2023 People Matters
and communications Survey results showed 80% of staff in
2023 feel culturally safe at work,
compared to 67% in 2021. Similarly we
have also been pleased that the 2023
People Matters Survey results showed
86% of staff in 2023 considers the
organisation uses inclusive and respectful
images and languages, compared to 75%
in 2021.
Promote inclusive language throughout Ongoing The Management Team, Staff Consultative Committee and HR & Again, our measurable for this action was |Ongoing HR & Governance X
organisation Governance Coordinator all promote inclusive language in verbal and an improvement in our People Matter Coordinator,
written communication throughout the organisation. Survey results. We have been very Management team, Staff
pleased that the 2023 People Matters Consultative Committee
Survey results showed 80% of staff in
2023 feel culturally safe at work,
compared to 67% in 2021. Similarly we
have also been pleased that the 2023
People Matters Survey results showed
86% of staff in 2023 considers the
organisation uses inclusive and respectful
images and languages, compared to 75%
in 2021.
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Promote diversity positively throughout Ongoing The Management Team, Staff Consultative Committee and HR & Again, our measurable for this action was |Ongoing HR & Governance
the organisation where possible, Governance Coordinator all promote inclusive language in verbal and an improvement in our People Matter Coordinator,
including promoting events and training written communication throughout the organisation. Some staff have Survey results. We have been very Management team, Staff
regarding gender diversity, gender also elected to put up Diversity posters in their workplace which pleased that the 2023 People Matters Consultative Committee,
identity, LGBTQIA+, Aboriginality, promotes that this is a welcoming, inclusive space for everyone. Survey results showed 80% of staff in all staff
disability and ethnicity 2023 feel culturally safe at work,
compared to 67% in 2021. Similarly we
have also been pleased that the 2023
People Matters Survey results showed
86% of staff in 2023 considers the
organisation uses inclusive and respectful
images and languages, compared to 75%
in 2021.
Prepare a Gender Equality Statement Complete Council adopted a Gender Equality Statement of Commitment at its 26 Short-term Councillors
of Commitment April 2023 Ordinary Meeting.
Actively seek diverse representation in Ongoing There has been conscious consideration of diversity when appointing Ongoing Councillors and
our community advisory groups or any community members to various Council committees. This is difficult to responsible officers
other Council-appointed demonstrate but diversity is definitely a consideration in appointing
committee/group committee members.
Where possible and appropriate, Ongoing This is an action for which Councillors, as the governing body, are Ongoing Councillors
mentor and/or encourage potential responsible.
councillor candidates who could bring
more diversity to Council
Provide training and opportunities in our Not started Due to staff resourcing (see the Resourcing your GEAP section) this Medium-term HR & Governance
community, in areas such as public action has not been started. The aim is to start this later in 2024. Coordinator, CEO
speaking, running meetings and
leadership in order to facilitate and
encourage more diverse community
members to become leaders in our
community
Provide opportunities and training for Ongoing This strategy commenced in 2022 with leadership training being Short-term HR & Governance
staff, particularly women, in leadership, provided in 2022 and 2023. This training was quite high level with select Coordinator,
management, running meetings and staff accessing one to one coaching to improve their leadership skills. Management Team
public speaking The Executive Management Team undertook this training in 2022. In
2023, select middle management staff undertook this leadership
training; 75% were women.
Review position descriptions and Complete Position descriptions and banding were reviewed across the board, with |Key measurable: the pay gap is reduced in[Medium-term HR & Governance
banding to ensure work has been a number of changes being made. The review was deliberate in the workplace audits performed over the Coordinator,
classified appropriately and seek ways addressing gender bias and work segregation. life of this GEAP. Management Team
to reduce the gender pay gap within our
enterprise agreement structure It is very disappointing that this strategy
has not resulted in a change to our gender
pay gap. Our lack of change in our gender
pay gap will require consideration of
further strategies.
Apply a gender lens to all internal Ongoing This now happens as of course when reviewing all internal operational Ongoing HR & Governance
operational policies when being policies (ie HR policies). Coordinator, CEO, Staff
reviewed Consultative Committee
Include gender equality as a standing Complete Gender equality has been a standing agenda item at Staff Consultative Short-term HR & Governance
agenda item for the Staff Consultative Committee meetings (an active committee that meets every 4-6 weeks) Coordinator, CEO, Staff
Committee meetings to ensure since December 2022. Consultative Committee
continuous improvement and
development of further strategies and
measures, as well as monitoring and
review of current strategies and
measures
Continue to implement the 11 Ongoing The sexual harassment policy was comprehensively revised in line with  |lt is very pleasing that the People Matters [Short-term and medium term Various — HR &
recommendations from the Victorian the VEOHRC Guidelines and VPSC Model Policy. The complaints survey reported a drop in sexual Governance
Auditor-General’s Office (VAGO) recording system was also overhauled and re-designed. Training harassment from 11% in 2021 to 2% in Coordinator, CEO,
performance report: Sexual continues, including every 2 years for Councillors. 2023. Formal reports of sexual Management Team
harassment in local government harassment during the reporting period
remained at zero.
Provide unconscious bias training for all Not started This action was halted due to gender equality peer concerns that this Short-term HR & Governance
interview panel members type of training is actually unhelpful. This action has been halted until a Coordinator
further review can be undertaken.
Ensure interview panels have, where Ongoing This is in place and has been for some years. Beyond this action, the Ongoing HR & Governance
possible, diverse representation interview panels have also reviewed short-lists of candidate for interview Coordinator,
and have deliberately included more candidates if there was a lack of Management Team
diversity among those initially short-listed.
Redact names and other identifying In progress To be frank, this action has been at times hit and miss depending on Ongoing HR & Governance
information that may give rise to gender staff time. It is hoped that both the increase in staff resourcing in this Coordinator
and other biases from job applications HR/gender equality area as well as the introduction of an HR software
prior to applications being short-listed system will assist in making this a 'as of course’ action.
All job advertisements to be subject to In progress To be frank, this action has been at times hit and miss depending on Ongoing HR & Governance

a gender de-coder and adjusted as
necessary to remove any gender bias

staff time. It is hoped that both the increase in staff resourcing in this
HR/gender equality area as well as the introduction of an HR software
system will assist in making this a ‘as of course' action.

Coordinator
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stakeholders in promoting working in
local government, particularly in non-
traditional roles (eg promoting women
working in engineering, municipal
building surveying etc)

IMPORTANT: When inserting new row(s) to this table,

Example(s)

‘St tegies and measures

Example: Address gaps identified in
collecting intersectional data as part of
employee and payroll systems

Status

Complete

e they are inst

with both the CEO and HR and Governance Coordinator attending
meetings.

ted above these two black rows.

Status description

This strategy was implemented in March 2023.

A payroll systems firm was engaged to upgrade our systems to support
the collection of intersectional data in relation to sexual orientation, race,
Aboriginality, religion, ethnicity, disability and gender identity. We have
now begun collecting intersectional data and addressing the gaps
identified in our 2021 audit.

Evaluation of success

Although originally anticipated for
implementation in 2022, delays meant this
strategy was implemented in March 2023.
Intersectional data is being collected as
part of new recruitments and promotions,
and voluntary updates by existing staff.
New intersectional data as part of our
2023 progress audit and future GEAPs will
enable us to better understand
intersectional gender equality in our
organisation and areas for improvement.

2022

Review family violence leave Complete The family leave violence leave administrative process was reviewed It was pleasing that the People Matters Short-term HR & Governance
administrative process to ensure it is with input from peers with considerable experience in this area. Survey in 2023 indicated that 90% of staff Coordinator, CEO,
accessible, confidential and safe considered that "My organisation would Manager Finance and
support me if | needed to take family Corporate Services,
violence leave' compared with 84% in Finance Officer
2021.
Continue to promote our family Ongoing Family leave entittements and family violence resources are periodically |It was pleasing that the People Matters Ongoing HR & Governance
violence leave entittements and promoted to staff. Survey in 2023 indicated that 90% of staff Coordinator,
appropriate family violence services considered that "My organisation would Management Team
and resources support me if | needed to take family
violence leave' compared with 84% in
2021.
Develop a flexible work organisational In progress A policy has not been developed to date primarily because this action It was satisfying that the People Matters Short-term HR & Governance
policy, and provide access to resources was embedded into Council's EBA; in other words, the right to request | Survey in 2023 indicated that 88% of staff Coordinator, CEO, Staff
as to how to talk to your supervisor flexible work is now an entittement to all staff in our Enterprise considered that 'l am confident that if | Consultative Committee
about working flexibly Bargaining Agreement. Due to the greater entittement the EBA provides, [requested a flexible work arrangement, it
in comparison with a policy, a policy has not been developed. However, |would be given due consideration’
a policy will be developed to respond to how flexible work is compared with 73% in 2021.
implemented, rather than establishing the right to request it.
Management team to be more Ongoing The Management Team has been more proactive about indicating in Short-term Management team
transparent about their own use of their diaries their use of flexible work practices and caring responsibilities
flexible working practices and caring subject to privacy considerations.
responsibilities (for example, diary will
say ‘carer’s leave’ and not simply
‘leave’, diary will say ‘school pick up’
and not simply ‘unavailable’ and so on)
and to actively promote and model
appropriate flexible work practices
where possible
Continue annual participation in the 16 Ongoing Council has continued to participate in the 16 Days of Activism against Ongoing HR & Governance
Days of Activism against Gender-Based Gender-Based Violence campaign each year. Coordinator
Violence campaign
Explore ways in which we can provide In progress Council's training program is reviewed for these purposes. Training in Medium-term HR & Governance
staff with training and/or opportunities soft skills (eg training women in leadership) has had more progress than Coordinator,
that reduces gender segregation in the providing training in areas that really tackle gender segregation (eg Management Team,
workplace finding ways to promote women in male dominated areas and vice Staff Consultative
versa). Committee
Work with regional stakeholders in Ongoing Council continues to participate in the Respect 2040 regional program, Ongoing HR & Governance
advocating for gender equality with both the CEO and HR and Governance Coordinator attending Coordinator,
strategies meetings. Management Team
Work with other councils and Ongoing Council continues to participate in the Respect 2040 regional program, Ongoing HR & Governance

Coordinator,
Management Team

Responsible

People and Culture
Corporate Support
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Resourcing your GEAP

Table 2.2 - Allocation of resources to implement the strategies and measures in your GEAP
Recommended

You might consider some or all of the following, in addition to any other aspects you consider relevant:

*[(Who implements the strategies and measures in your GEAP? What role do they perform at what level in your defined entity?
*[How many staff members/FTE are allocated to implementing the strategies and measures?

*[Was enough resourcing allocated to successfully implement your strategies and measures? If not, how will this be addressed?

Your Comments

As stated in our GEAP, there is a committed budget line every year to progress the strategies in our GEAP. The key personnel resource is
the HR and Governance Coordinator. However, this has been problematic. Gender equality work is only one of a number of substantive
areas of responsibility for the HR and Governance Coordinator. This means not enough officer time has been provided to the GEAP
actions in its first two years. This is not through a lack of effort, or commitment to gender equality, but rather a consequence of too many
work priorities for one role in a very small council. While the role of HR and Governance Coordinator is full-time, it is estimated that only
0.05 FTE (ie half a day a fortnight) is given to GEAP work. Unfortunately much of this work is in planning and reporting rather than the
actual gender equality 'work'. In December 2023 the organisation had a restructure and a 0.6 FTE position has been created to provide
support to the HR and Governance Coordinator. The aim of this change is to increase the FTE for GEAP work to 0.15 FTE (ie a day and a
half a fortnight).
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tors prog
Required

Confirm if oroarass mada

your org:
in relation to

Required

Proaress descri

Tm column contains the seven workplace |has. progress in relation quality
mplete the quality

e encmnagud to [indicators. In this columy in your data do indicat

complete the ‘recommended’ columns, Refer explicly to quantitative cnnnges in the ot between yout provous workplnoe R e RN P

the right of each indicator. Use the drop-down menu in the | If you wish, you may also make your to support,

cell to select ‘es' or o

Recommended
Factors
il

Indicate below whether or not one of these.
has affected your organisation's
progress against each indicator. You are
encouraged to reference these factors in
Your discussion in column L.

See the Factors key to the right of this table|
for a description of each factor.

[Factors kev:
. The size of the defined entiy, including the defined
entity's number of employees.

Recommended
Factors discus:

b, The nature and circumstances of the defined entity,
including any barriers to making progress.

. Requirements that apply to the defined entity under any
other Act, including an Act of the Commonwealth.
If you have selected yes' to any of the factors in the recommended columns to the left, you are

encouraged to complete this column. 4. The defined entity's resources.

This column allows you to discuss each factor that has affected yor in
elation to any of the workplace gender equality indicators.

/s operational priorities and competing
operational obligations.

‘The practicability and cost to the defined entity of making
progress.

Genuine attempts made by the defined entity to make.
progress.

(Gender composition of all levels of the Yes ‘Aeview of position descriptions and banding, particularly of those in typically female’ dominated areas, did result in a number of changes that we would have expected tosee | Yes [No |No [No [No |No |Yes |We have a very small staff size - by far we are the smallest council i Victoria - and we have a small
workforce ke s change o our gederpay . We s st 1t s rt. Ourpromotn of gendersxualyn geerl, o el as s nuago s seen oo cf i ke tumover of staff to match. It wil take longer for us to make the changes to the gender composition of
indicators in our ) yeryplased iat o 2023 Poople Maters Survey resuls shawe 80% ofsalf n 2023 el cluraly our workforce we are endeavouring to make as we need to build capabiliy as well.
e o, comperet 10 7% 2071, Sy w have s oo pleased t e 2023
uses inclusive and respectiul images and languages, compared to 75% in 2021 ve been made regarding gender
workoree, We gonuinely havs revwed posiion descrpons and bandings.lopked t reas where
roles are partcularly ‘gendered’ and tried to work out ways to Combat that segregation; we have
reviewed our shortlsts of candidates for interviews and added o the shortlist where necessary to
increase the diversity of applicants. We are also looking at improving our Fist Nations recruitment
and practices as part of our Reconcilation Action Plan.
nder composition of governing bodie: No n 2020, we had five Gouncillos elected; two women and three men. O the two women, one very sadly died and one resigned during he term. One woman and one manwere |No | Yes |[Na |No [No |No [No body of Gouncil s d which depends on
elected from the two consequent countbacks. While for neariy allof the reporting period Council had 2 women and 3 men as Councillors (the goveming body), the composition at Condoros e i ot secors o vote 1 mar W o sloced o oot of o derocralc
the end of the reporting period was one woman (who is Mayor) and four men
Equal remuneration for work of equal or Yes The data regarding our g with thi 0 progress on this indicator. But we have don (00 many things not (o have made Yes [No |No |Yes [Ves [No |[Yes o our needs o
comparable value across all levels of iference. We have deliberately revewed banding salaries, positions and o on, and done so very much with a gender ns. There may be an issue it the data. One concer rmaronced casuas on outsaf (o vy Imios wark sach yoar) s mpactad oo pey 3o i
the workforce, irrespective of gender we have is the extrapolation of casual workers to ful ime workers but including their 25% casual loading. that loading is that negatively. Genuine attempts have been repeatedly made to decrease our pay gap and we have
iheir salry o ful ime but inluding that loacing is inaccurate because by definion f they were fll tme fhey would ot et the loading. We have a smail number of casusls who been very disappointed with our 2023 results. We do not think the data reflects the progress we hav|
perform verfo s o s vy ear, ot ro ncesaay o craneatonas bkl hn ffcers re o e g many ffcers at o aryperson n 1t postion o made.
Council and have no hack il ulhev than the casual) are highly q ut they affect our pay gap data
figures quite negative Lwe have used o provids our 2024 pay dars han i 3021 -y e e ot 2021 e e o scrate
e wo s an v s poiiv gender ey gop th e acerte (o wors. sl bt ol 993 e hav beun worss n 202 e was eporiod
[Sexual harassment in the workplace Yes The People Matters Various strategies harassment have been successrul with only 2% of staf reporing any instance of sexual No [No [No |No [No [No [No
barassmont rod with 119% in 2021 Our ramain at zoro
Recruitment and promotion practices in Yes much as possible, par Shortiist Tearts o ion Ou s (Ves (Ko [No~[No[No. [No~ Ko Ot small Sz does e v Go ol v i s oot 5o chargo r, recramert wl
the workplace fo igher s hov mproved o wel i 45 o hos reshin ighe s by women it 2023 comeed wih ol 3% n 2051, Ot caing of wormen e it be slower for us. With we also have very few thos
irans il o 0% 20011 71 2073 anolicants imoromine our diversit i not iwavs nossibla
[Availability and utilisation of terms, Yes we P fous actions in our GEAP in the areas of family ring Torthose |No [No |No |No [No |No [No
conditions and practices relating wihfamiy o carng responsiites wB o proud thtin 2022 we ambacded i o Erterprise Barganing Agrementin o for ol pleyoes o oqvonfoumlowork
- family violence leave; and m the People Mat a: 9 that would support me if| needed to
- flexible working arrangements; and o oy delnce e’ compara i S4% 1 2027 and B354 f sl cneidored el 1am onfdon et equesiod a st work arangement. e bo G due
- working arrangements supporting consideration'* compared with 73% in 2021
employees with family or caring
responsibilities
[Gendered segregation within the Yes ‘As a Councll, changing the gendered segregation of our workiorce Is going (o take fime, but it is promising that some of the actions we have undertaken as part of our GEAP are |No | Yes [No |No |No |No |No |Ourbase line in 2021 was a very gender segregated workiorce with men dominating full-ime,
workplace resulting in change. Our workforce data indicates that in 2021 we had 38% female managers and this has Increased to 54% in 2023. Our professional women has grown slightly professional oles, and women dominating part-time, cerical and caring roles. This type of change is
from 67% in 2021 to 70% in 2023, Unfortunately though, our female clerical workers have also grown ffom 81% in 2021 to 86°% in 2023 which is not our aim. g0ing 1o take broader culural change as well as actions by Council. We would expect slow growth
in this area for some time as many strategies are necessariy long-term ones (eg sector wide work).
Example(s)

Confirm if progress made

Progress descri

Factors
a

Example 1: Recruitment and promotion
practices in the workplace

Yes

Recruitment
Inour 2021 audi women rpresonted oy 35% of now rcnits i o yar to 30 Juno 2021, i our 2023 progross aud, s oso 6% 0 41%
In 2021, of the women we recruited, 17% 8% o frmitom contmes 2073 220 of
wtemen recruied wero omployed on 2 fllime pormaren basvs 20% on apartimo pevmanem basvs ‘and 58% on fixed-term contra
We were not 7ol systoms have since beon updated 1o ollectimproved gender-derse data. This
has boen achieved trough the mplemeniation of suategy 52 under o 2021 Gander Equalty Acton Plan (GEAP) ‘Embed incluave practces i our IR aiearonie sysoms
For exampl, offering a range of gender selection options'. As such, in 2023, our data showed that 2% of new recruits identified as non-binary or gender diverse.
Our rganisation arguesha theso igures. i corjuncon with successfl implemantatonofelovant GEAP strategos, contrbuo o progress aganst Indiator 5. Notorly ave

d gender le 1o offer these new recruis more atractive contract
conditons. Stable conracts wil 5150 Suppor u 1 et omployest ofall Gondors and meve towards & more gendev slanced wordor i he foty

Promotions
0ur2021 auditshowed that 25% o promotons i th 12 ment 1 30 June 2021 were awardod o women These pramollens occuted i h lower and middis ovel o e

and n showed that 30% of all promotions were awarded to women, an increase of 5%. Of
iese. 10% occurred n e h\gher levels of the organisation and were ongoing pemanem roles.

Our organisation very where roles tend to be longer-term contracts or ongoing positions, with few exils. We are pleased to see
promoton at e higher lovel of cur arganeation o ongeing bestions fo women

In 2021, we were not able to collect promotion data for non-binary or gender-diverse employees. In 2023, our updated systems allowed us to collect this data. However, there
were no promotions awarded to this staff cohort.

Wo el et o sufcant sspec of o aucoess o frasing theproparton ofpemalions warsec 1 wotnan e baen ur foctson mprovkg secondnt an Hher duen

for wor ol of d to women increased by 5% and the proportion of higher duties by 6% betw

and our i, Data on higher duti fes for gender diverse and non-binary employees was not collected in 2021,
lhevefnm rere s o measured change in the data.
while small, measurable progress against the workplace gender equality indicator ‘recruitment and promotion practices in the.

orkiace’ Wo 120 balevs he upick m eaocr dovelopmont oppOTUITGS for wamen and resUing eréace i women' Snare o pomtions demansrates at ou Saregis
Spiroach s cfectve. We haps 1 sce St mprovemants for gender dverse empleyees focted I ot 2026 dats

No | Yes| No | No | No | No

As a largel, for this indicator and there is further to go. Despite this, we have made genuine efforts to atiract and recruit a more gender diverse
workiorcs by implameniing the siratogios dentied in our GEAP. n Damcular strategy 5.2 ‘Embed inclusive practices into our HR electronic systems. For example, offering a range of gender selection options'.

We note that we are two years into the four-year GEAP implementation period, and as such have not fully implemented all GEAP strategies. The majority of our sirategies against this indicator remain in early implementation
stage.

We believe our genuine efforts to implement strategies against this indicator and ising from the data,

OFFICIAL




E)amp\u 2: Sexual harassment in the No Our 2021 Employes Experienco Suvey data showed hal 7% ofwomen and 4% ofmar who respended fo th survey had expeiencod sexual harassmont i he workplace, andoff o [ No [ o ['¥es ['Yes ["Ro ["No-[(e) Competingprioies and operaional cbigations

workplace those 5% of women and 6% of men made a 2023, Experience Suney data of women and 6% of men who responded to the Our organisation is a metro health senice. During the recent covid-19 pandemic, Victoria's public health system experienced unprecedented demand. In particular, rates of access to ICU and ventilation increased dramatically.
survey reported sexual harassment in laco, an ncroase of 5% rom 2021 fo boh conors. Of hawe, 55 of womon and 10% of mon necated hat 1A such,our orgarisaton proised s public-facing servic dofvery. Wo dircted the majoity o our tlched resources oxamaly o enabo igh-quallypublic healthcare, Domand outstnpped suppy.and altady.sirlchod
they had made a formal complaint. resources were directed to keeping ICU and taffed. As a result, in-person bespoke staff training in relation o sexual harassment, so instead delivered a low-cost e-

Toarming modulo Wo 5o acked i esourcos o compranensvely ovow our el somsl harssamont processes.

Our 2023 Employee Experience Survey also indicated that women with disabi ong - i I harassment. We have
Iniatod  evew procos 1 Considor Pow i mightackress hs boween now and e 2025 eporing Cyle (d) Resources
As due to an increase in demand for ICU services during the covid-19 pandemic. Competing pririties reduced the resources available for intemnal-facing programs,
No respondents in our 2021 Employee Experience Survey identified as gender diverse. We also didn't record any formal sexual harassment complaints in our 2021 workforce suchas harassment process review.
reporting data from employees of In our 2% of respondents identified as non-binary or gender diverse. Of this cohort,
0% indicated experience of sexual harassment, with 50% of this group indicating hat they had made a formal complaint For this reason, we focussed on low-cost strategies and measures in our GEAP, including delivering a sexual harassment e-learing module, Girculating intemal communications campaigns and encouraging statf to undertake
ond.

the Employee Experience Survey. Our communications campaign focussed on drawing attention to existing sexual harassment policies including how the organisation will resp
We note that these figures represent an increase in anonymous self-reporting of sexual harassment. This is conceming, as anonymous reporting tends to be more accurate than
formal incident reporting processes.

I analying our 2021904 2023 ot dat, wofund i ur ke repoing shws inmal change s of oulcomesforfomal complansof sl arassmer.
2021, our audit data showed that no outcome was reached for 70% of the ‘a woman, and 50% of was a man. In
5025, oo progrocs s showed et of o mclaenesof sl arasementrapoed by somen. o oo was sched for S35 of maters T Toure was 40% or o e
did not collect data on gender diverse and non-binary employees in 2021, nor their experience of sexual harassment. Our 2023 progress audit showed that of the mcvdenls of
sexual harassment reported by gender diverse and non-binary employees, no outcome was reached for 67% of matters

The endring high levels of formal complaints with o outcome across our 2021 and 2023 auditdata suggests that we have work to do in effectively and effcienty resohing
sexual harassment complaints. The lack of outcomes for incidents of this type may contribute to our lack of progress in reducing semal havassmem As a result of tms analysws‘
we are reviewing our GEAP strategies and measures to consider how . pefully reduce, organ

We consider that the anonymous nature of the Employee Experience Survey data provides an accurate representation of sexual harassment. The increased sexual harassment
reported via the Employee Experience Survey data indicates "o progress’ was made by our organisation against this indicator.
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