11	Gender equality action plan 2022–2025
Gender equality action plan 2022–2025	2
[image: Victoria State Government, Families, Fairness and Housing]
Gender equality action plan 2022–2025
Department of Families, Fairness and Housing


	
	
	






OFFICIAL

OFFICIAL

To receive this document in another format email Aboriginal and Diversity Inclusion <diversityinclusion@support.vic.gov.au>.
Authorised and published by the Victorian Government, 1 Treasury Place, Melbourne.
© State of Victoria, Australia, Department of Families, Fairness and Housing, first released on DFFH website 8 March 2022, provided to the Commission for Gender Equality in Public Sector 31 March 2022.
[image: Creative Commons Attribution 4.0 International public licence icon]
With the exception of any images, photographs or branding (including, but not limited to the Victorian Coat of Arms, the Victorian Government logo or the Department of Families, Fairness and Housing logo), this work, Gender equality action plan 2022–2025, is licensed under a Creative Commons Attribution 4.0 licence.
The terms and conditions of this licence, including disclaimer of warranties and limitation of liability are available at the Creative Commons website’s  Attribution 4.0 International (CC BY 4.0) page <https://creativecommons.org/licenses/by/4.0>.
You are free to re-use the work under that licence, on the condition that you credit the State of Victoria, Australia
(Department of Families, Fairness and Housing) as the author, indicate if any changes have been made to the work and comply with the other licence terms.
In this document, ‘Aboriginal’ refers to both Aboriginal and Torres Strait Islander people. ‘Indigenous’ or ‘Koori or Koorie’ is retained when part of the title of a report, program or quotation.
ISBN 978-1-76096-743-7 (online/PDF/Word) 
Available at the DFFH website’s Gender equality action plan 2022–2025 page <http://www.dffh.vic.gov.au/gender-equality-action-plan-2022-2025>
(2112151)



[bookmark: _Toc97714233][bookmark: _Toc99464327][bookmark: _Toc102112582]Foreword
Our department is proud to model gender equality at all levels of our organisation, including embracing flexible work in our Secretary arrangements. 
Sandy Pitcher, who led the department through the majority of the GEAP’s development, stepped into an alternate role in early 2022 to balance work/family commitments. 
For this reason, the plan’s early implementation will be overseen by Brigid Sunderland who was appointed to the Secretary position during this time, along with Associate Secretary Brigid Monagle. 
You will hear from both Brigid Sunderland and Sandy Pitcher here.
The release of our department’s gender equality action plan (GEAP) certainly feels like an opportunity to do what we do best. 
After all, if it isn’t us leading progress towards fairness and equity for all, who is it? 
Our department is purpose-built to address barriers to accessing opportunity and deliver equal outcomes to Victorian communities. 
Our staff each contribute to a thriving and supportive culture and bring together a wealth of skills, passion and expertise in social policy, intersectionality and sector-leading service delivery. 
And, with the broad-reaching group of portfolios our department brings together, we’re uniquely placed to ensure no one is left behind in our work towards a fairer, safer, more equitable Victoria. 
We recognise our responsibility as an employer to ensure that staff of all genders experience safe and enriching working conditions and are supported to access opportunities equitably, just as they support Victorian communities. 
The department’s GEAP is an opportunity to formalise and report on this commitment and I thank the DFFH staff involved in every step of its development.  
It is my great pleasure to introduce the Department of Families, Fairness and Housing’s GEAP. 
I look forward to supporting and leading the plan’s implementation in coming months.
Brigid Sunderland, Secretary
Department of Families, Fairness and Housing


I am delighted to introduce the Gender equality action plan 2022-2025 for the Department of Families, Fairness and Housing (DFFH).
This plan outlines our goal to be a sector leader in workplace gender equality, and will progress the Victorian Government’s commitment under Safe and strong: A Victorian gender equality strategy to model gender equality best practice in the public sector workforce.
Our department’s vision is to empower communities to build a fairer and safer Victoria, free from gender inequality and all forms of disadvantage and discrimination. Through the Office for Women, we play an important role in advancing gender equality and improving women’s safety in Victoria. The benefits of promoting gender equality in our community are significant, including the prevention of violence against women and girls, and positive social, economic, health and wellbeing outcomes for people of all genders.
What we do inside our department needs to reflect the work we do for the community and the diverse people we serve. Creating a more inclusive workforce and continuing to focus on gender equality is how we will be accountable and uphold our values.
The Victorian Government is committed to addressing gender inequality in order to reduce family violence and all forms of violence against women. The Gender Equality Act 2020 (the Act) is a powerful lever to support gender equality in Victoria, ensuring the Victorian public sector, universities and local councils lead by example. This plan shows how we will do that in our department.
The gender equality action plan builds on the progress and achievements made by the former Department of Health and Human Services to promote gender equality under its Gender equality action plan 2019-2021. Highlights and achievements under this plan include:
establishing a women’s leadership program
delivering training including Workplace Equality and Respect programs and Leading with Respect workshops for staff and leaders
supporting staff with parental and caring responsibilities by delivering a new ‘All roles flex’ policy.
Our first and most important step of developing our new DFFH action plan was listening to our people. Consultation was critical to ensure we worked in-step with staff, really listened to their stories and developed collaborative strategies and measures to meet their needs and those of our department.
We completed a workplace gender audit and now have a deep understanding of the lived experience and complexity of gender inequality within our workforce. We know what we can do to create lasting change. I want to thank our people for trusting us with their stories so we can make DFFH a better workplace for everyone.
The audit showed that although we are a relatively new department, we have much to celebrate and be proud of. We have a strong representation of women in our workforce, including at executive level. That said, gender inequality is complex and affects people of all gender identities. There is still a lot to do to promote true gender equality in DFFH, including for our trans, non-binary and gender diverse staff. We know that significant change won’t happen quickly or easily but we are dedicated to making it happen, and have that progress felt by all our people.
We know that inequality can be compounded by multiple forms of discrimination and disadvantage including gender, cultural diversity, Aboriginality, age, disability, ethnicity, gender identity, race, sexual orientation and other attributes. Our plan will put a spotlight on how gender inequality intersects with other forms of inequality and disadvantage that our staff may experience. 
For example, the COVID-19 pandemic has disproportionately impacted women and diverse groups and exacerbated structural inequities in workplaces and communities.
For us to make lasting and genuine progress we will focus on four priority areas:
Strategy and business alignment
leadership and accountability
employment and careers
culture and safety. 
Thank you to everyone involved in developing this plan, particularly the people who shared their stories and insights into gender equality in our department. What you told us truly shaped this work and will help all of us at DFFH as we implement the action plan. 
We have looked closely at ourselves, listened to others and are committed to following through for our staff. I feel a genuine sense of excitement knowing we will develop a more equitable and respectful workplace for all our people – one that better reflects and represents the diverse voices of our community.
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[bookmark: _Toc97714234][bookmark: _Toc99464328][bookmark: _Toc102112583]Acknowledgement of Traditional Owners
The Department of Families, Fairness and Housing acknowledges the Traditional Owners of country throughout Victoria and pays respect to and recognises the contribution from their Ancestors and Elders past and present. 
We proudly acknowledge the strength and resilience of First Nation peoples as the world’s oldest living culture and the contribution of generations of Aboriginal leaders who have fought tirelessly for the rights of their people and communities.  
We recognise the intergenerational consequences of colonisation, dispossession, child removal and other discriminatory government policies and acknowledge that the impacts and structures of colonisation still exist today.  
Our department is committed to addressing these impacts by embedding cultural safety and self-determination in all that we do so that Aboriginal Victorians have decision making power and control to determine what is best for them. Aboriginal self-determination is a human right as enshrined in the United Nations Declaration on the Rights of Indigenous Peoples.  
We are committed to developing strong and enduring self-determined partnerships with Aboriginal communities that will contribute to growing a prosperous, healthy and strong Victorian Aboriginal community. 
[bookmark: _Toc97714235][bookmark: _Toc99464329][bookmark: _Toc102112584]Aboriginal and Torres Strait Islander Recognition statement
The Department of Families, Fairness and Housing pays respect to and recognises the contribution of all Aboriginal and Torres Strait Islander people living and working in Victoria.
Throughout this document the term ‘Aboriginal’ is used to refer to both Aboriginal and Torres Strait Islander people.
[bookmark: _Toc97714236][bookmark: _Toc99464330][bookmark: _Toc102112585]Language statement
The words ‘our’ and ‘we’ in this document refer to the Department of Families, Fairness and Housing.
Throughout this document the term ‘diverse staff’ is used to describe staff from culturally diverse backgrounds, Aboriginal staff, LGBTIQ+ staff, staff with disabilities and staff of diverse ages. Similarly, the term ‘diverse women’ is used to describe women (including trans women) with these attributes.
The term ‘LGBTIQ+’ refers to people who are lesbian, gay, bisexual, trans and gender diverse, intersex or queer.


[bookmark: _Toc97714237][bookmark: _Toc99464331][bookmark: _Toc102112586]About our department
The Department of Families, Fairness and Housing (DFFH) leads policies and services dedicated to community wellbeing. Our department works hard to create equal opportunities for all Victorians to live a safe, respected and valued life. Our areas of focus are:
child protection
housing
disability
family violence prevention
multicultural affairs
LGBTIQ+ equality
veterans
women
youth.
Our divisions focus on a particular area of responsibility, overseeing and coordinating delivery and funding of services. The eight divisions within the department are: 
Community Operations and Practice Leadership:
East Division
North Division 
South Division
West Division
Operations Support Group
Operational Performance and Quality
Statewide Services Group
Business Continuity and Emergency Management
Children, Families, Communities and Disability
Family Safety Victoria
Fairer Victoria, Engagement and Coordination
Homes Victoria (Public Non-financial Corporation) and Associate Secretary
Readiness, Response and Emergency Management
System Reform and Workforce
Corporate and Delivery Services.


[bookmark: _Toc97714238][bookmark: _Toc99464332][bookmark: _Toc102112587]Introduction
	Terms

	Gender: Gender is part of how people understand who they are and how they interact with other people. Many people understand their gender as being a man or woman. Some people understand their gender as a mix of these or neither. Gender refers to socially constructed identities that can be shown in different ways, such as through behaviour or physical appearance.
Gender diverse: An umbrella term for a range of genders expressed in different ways. Gender diverse people use many terms to describe themselves. Language in this area is dynamic, particularly among young people, who are more likely to describe themselves as non-binary.
Trans (short for transgender) person: Someone whose gender does not align with the one assigned at birth. Not all trans people will use this term to describe themselves.


Gender equality is a human right and a precondition for social justice. 
The Victorian Gender Equality Act 2020 defines gender equality as ‘equality of rights, opportunities, responsibilities and outcomes between persons of different genders’. 
This action plan aims to promote equality for all genders. Although many people understand their gender as being a man or woman, some people understand their gender as a mix of these or neither, including trans and gender diverse people.
The action plan recognises that gender inequality affects people of all genders:
[bookmark: _Ref97217245]Women continue to experience inequality in many areas of their lives including through barriers to employment and career progression due to caring responsibilities, gender ‘pay gaps’ and compromised safety due to the prevalence of family violence and all forms of violence against women and their children.[footnoteRef:2]  [2:  State of Victoria, Department of Premier and Cabinet, Safe and strong: A Victorian gender equality strategy, 2016] 

Men are expected to behave according to traditional stereotypes around physical and emotional strength.[footnoteRef:3] Men are more likely to take unhealthy risks (including drinking too much, driving at speed and not seeking medical interventions), to engage in violence and to suicide.[footnoteRef:4] Within the workplace men face discrimination and disapproval when taking up career paths or caring responsibilities and activities traditionally associated with women.1 [3:  Our Watch, Men in focus: unpacking masculinities and engaging men in the prevention of violence against women, Our Watch, Melbourne, Australia, 2019.]  [4:  The Men’s Project & Flood, M. The Man Box: A Study on Being a Young Man in Australia. Jesuit Social Services: Melbourne, 2018.] 

Trans and gender diverse people are at greater risk of mental illness, verbal and physical abuse, violence and social exclusion.[footnoteRef:5] Trans and gender diverse people may feel forced to hide their gender identity when using services, at school or at work.1 [5:  Hill AO, et al., Private Lives 3: The health and wellbeing of LGBTIQ people in Australia, Australian Research Centre in Sex, Health and Society, La Trobe University, Melbourne, 2020.] 

There are significant benefits to promoting gender equality in our community, including the prevention of violence against women and girls, and positive social, economic, health and wellbeing outcomes for people of all genders. 
The Victorian Government is committed to addressing gender inequality through Safe and strong: A Victorian gender equality strategy (Safe and strong). Safe and strong includes a commitment to improve gender equality within government through legislative change. 
We play an important leadership role in advancing gender equality under Safe and strong. We work with communities, councils, organisations and government to support people of all genders to achieve the best possible outcomes in all aspects of their lives, including education, leadership, economic security, safety and health and wellbeing. 
DFFH also works to address other forms of discrimination and inequality. We know that gender inequality is even more of a problem when it intersects with other forms of discrimination and disadvantage that a person may experience based on race, Aboriginality, religion, ethnicity, disability, age or sexual orientation.
We are proud to share our first gender equality action plan. 
Advancing gender equality in our department will benefit all our employees and enhance the work we do for the Victorian community. Gender equality in the workplace:
has positive impacts on organisational culture and performance[footnoteRef:6] [6:  State of Victoria, Department of Premier and Cabinet, Safe and strong: A Victorian gender equality strategy, 2016] 

is associated with greater innovation, productivity and employee engagement
enhances employee attraction and retention.
As a leader in Victoria’s work to achieve gender equality, we are committed to modelling gender equality best practice in the workplace, advocating for change in other departments and agencies, and sharing lessons learnt.


[bookmark: _Toc97714239][bookmark: _Toc99464333][bookmark: _Toc102112588]Our vision for gender equality
[bookmark: _Toc97714240][bookmark: _Toc99464334][bookmark: _Toc102112589]Vision statement
DFFH leads the way in workplace gender equality and workplace diversity and inclusion.
DFFH is a safe, respectful and equitable place to work where all employees have access to equal power, resources and opportunities to reach their full potential.
DFFH takes sustained and enduring action to address gender inequality and other forms of inequality and disadvantage.
[bookmark: _Toc97714241][bookmark: _Toc99464335][bookmark: _Toc102112590]Areas of focus
To achieve our vision for gender equality we will focus on four priority areas.
Strategy and business alignment: We will ensure that gender equality is prioritised in all the work we do. We will apply a gender lens to our policies, programs, services, strategies, operations and change processes.
Leadership and accountability: We will build a workforce that reflects the diversity of our community, including diversity at all levels of leadership. We will ensure that our leaders prioritise gender equality and are held to account for progress.
Employment and careers: We will identify and address gender pay inequities, including inequities experienced by diverse staff. We will tackle structural barriers to career progression and satisfaction including recruitment, selection, promotion, learning, capability building and career development barriers for diverse staff. 
Culture and safety: We will support staff wellbeing by promoting equitable access to flexible work arrangements and supports for staff with diverse caring and parental responsibilities. We will create safer, more respectful workplaces by acting to prevent discriminatory and harmful behaviours. We will establish trusted, transparent response frameworks to support employees who have experienced harmful behaviours, including sexual harassment, family violence, racism, ableism, homophobia and bullying. 


[bookmark: _Toc97714242][bookmark: _Toc99464336][bookmark: _Toc102112591]The strategic environment
	Relevant legislation

	Gender Equality Act 2020 (Vic): Commencing in March 2021, the Act requires the Victorian Public Sector (VPS) to take positive action towards achieving workplace gender equality, reporting to the Commission for Gender Equality in the Public Sector.
Sex Discrimination Act 1984 (Cth): The federal Act prohibits sex discrimination, including sexual harassment as a form of sex discrimination.
Equal Opportunity Act 2010 (Vic): Requires employers to take positive action to eliminate discrimination (including sex discrimination and sexual harassment).
Charter of Human Rights and Responsibilities (Vic): Sets out the basic rights, freedoms and responsibilities of all people in Victoria. The Charter requires public authorities, including Victorian government departments, to act consistently with the human rights in the Charter.
Public Administration Act 2004 (Vic): The public sector values and employment principles require that equal employment opportunity is provided and human rights (as set out in the Charter) are upheld.
Advancing the Treaty Process with Aboriginal Victorians Act 2018 (Vic): Sets out the Victorian treaty process to address historic and ongoing injustices through the treaty process. 


[bookmark: _Toc97714243][bookmark: _Toc99464337][bookmark: _Toc102112592]Gender Equality Act
This plan is aligned with key Victorian legislation, including the Gender Equality Act 2020 (Vic. The Act aims to improve workplace gender equality in the Victorian Public Sector, universities and local councils. Under the Gender Equality Act, we must:
prepare and implement a gender equality action plan, which includes results of a workplace gender audit and strategies and measures for promoting gender equality in the workplace 
publicly report on progress on workplace gender equality
complete gender impact assessments on all new or revised policies, programs or services which have a direct and significant impact on the public.
	Objects of the Gender Equality Act 

	To promote, encourage and facilitate the achievement of gender equality and improvement in the status of women.
To support the identification and elimination of systemic causes of gender inequality in policy, programs and delivery of services in workplaces and communities.
To recognise that gender inequality may be compounded by other forms of disadvantage or discrimination that a person may experience on the basis of Aboriginality, age, disability, ethnicity, gender identity, race, religion, sexual orientation and other attributes.
To redress disadvantage, address stigma, stereotyping, prejudice and violence, and accommodate people of different genders by way of structural change.
To enhance economic and social participation by persons of different genders.
To further promote the right to equality set out in the Charter and the Convention on the Elimination of All Forms of Discrimination against Women.


[bookmark: _Toc97714244][bookmark: _Toc99464338][bookmark: _Toc102112593]Our progress on gender equality
[bookmark: _Hlk97537133]DFFH was established on 1 February 2021 and brought together key portfolio areas from the former Department of Health and Human Services and the Department of Premier and Cabinet.
[bookmark: _Toc102112594]Gender equality action plan 2019–2021
Our gender equality action plan builds on achievements under the Department of Health and Human Services Gender equality action plan 2019–2021. This plan contained foundational work to promote gender equality including:
implementing the Leading with Respect workshops and Our Watch Workplace Equality and Respect (WER) program to take action to prevent violence against women and promote gender equality 
establishing a women’s leadership program
providing staff with support to prepare for and return after parental leave through the Grace Papers program
establishing women’s networks, such as Women in Science Technology Engineering and Maths
supporting staff with parental and caring responsibilities by promoting an all roles flex policy
unconscious bias training for the whole workforce. 
[bookmark: _Toc102112595]Homes Victoria’s Building for change: A plan for women’s equality, 2022–2024
Homes Victoria has developed a plan to leverage the Victorian Government’s significant investment in the Big Housing Build to address gender inequality. This plan embeds gender equality into procurement, setting women’s employment, apprenticeship and board targets for major projects and raising requirements for inclusive workplace practices amongst delivery partners.
[bookmark: _Toc97714245][bookmark: _Toc99464339][bookmark: _Toc102112596]Intersectionality
[bookmark: _Toc102112597]Gender inequality does not affect everyone in the same way
The Gender Equality Act recognises that gender inequality may be compounded by other forms of disadvantage or discrimination that a person may experience. 
To truly achieve gender equality in our workplace we must simultaneously act to prevent all forms of discrimination and disadvantage. Diversity and inclusion benefit all Victorians and are at the heart of our outcomes, strategies and measures.



	Attribute
	Description

	Aboriginality
	Aboriginal women’s experience of gender inequality is made worse by the effects of colonisation, including significantly higher rates of family violence than other women.[footnoteRef:7] [7:  Our Watch Changing the picture: A national resource to support the prevention of violence against Aboriginal and Torres Strait Islander women and their children, Our Watch, Melbourne, 2018.] 

Aboriginal women with caring responsibilities are more likely to feel unsafe in the workplace, to carry extra expectations to make their workplace culturally sensitive and to be less supported when they experience racism and unfair treatment.[footnoteRef:8] [8:  Diversity Council Australia and Jumbunna Institute for Indigenous Education and Research. Gari Yala (Speak the truth): Centreing the work experiences of Aboriginal and/or Torres Strait Islander Australians synopsis report, 2021.] 


	Age
	Women retire with half the superannuation savings of men, affecting their financial security, health and wellbeing. 
More older women are at risk of homelessness than men.8
Children and young people’s behaviours, relationship views and sense of self are impacted by gender stereotypes and norms.[footnoteRef:9] [9:  State of Victoria, Department of Premier and Cabinet, Safe and strong: A Victorian gender equality strategy, 2016.] 


	Disability
	Women with disability are:
more likely to experience family violence and sexual assault
less likely to be in paid employment
paid comparatively less than men with a disability or women without disabilities.8

	Cultural diversity
	Women from culturally diverse communities experience racism and discrimination as well as gender inequality.
Migrant and refugee women are often in insecure, low paid work or work they are overqualified for.8

	LGBTIQ+ identity
	LGBTIQ+ people face higher levels of discrimination, stigma and exclusion.
This leads to poorer health, economic, social and mental health outcomes.8
Trans and gender diverse people may feel forced to hide their gender identity when accessing services, in the workplace or in social settings. They are more likely to experience mental illness, social exclusion, and verbal and physical abuse.8


Under the former Department of Health and Human Services, action was taken to address discrimination and disadvantage through the:
Cultural diversity plan 2016–2019
LGBTIQ+ action plan 2019–2021
Disability employment strategy 2018–2020.
Aboriginal employment strategy 2016–2021
Aboriginal and Torres Strait Islander cultural safety framework 2019.
A new Aboriginal workforce strategy 2021–2026 provides a framework for DFFH to become an employer of choice for Aboriginal people.
[bookmark: _Toc102112598]Aligning inclusion strategies and plans
This gender equality action plan aligns to the Aboriginal workforce strategy and the cultural safety framework, as well as to relevant legislation and whole of Victorian Government strategies and plans. 
Our staff networks continue to provide an essential role in advocating for their members, supporting development and implementation of strategies and plans, and working in partnerships across the department and with external stakeholders. 


[bookmark: _Toc97714246][bookmark: _Toc99464340][bookmark: _Toc102112599]How we developed our gender equality action plan
The gender equality action plan (GEAP) was developed by:
assessing the state of gender equality in DFFH through a workplace gender audit
undertaking comprehensive consultation and gathering feedback from our staff
considering research and best practice guidance on workplace gender equality.
[bookmark: _Toc97714247][bookmark: _Toc99464341][bookmark: _Toc102112600]Gender equality principles
	Gender Equality Act principles

	All Victorians should live in a safe and equal society, have access to equal power, resources and opportunities and be treated with dignity, respect and fairness.
Gender equality benefits all Victorians regardless of gender.
Gender equality is a human right and precondition to social justice.
Gender equality brings significant economic, social and health benefits for Victoria.
Gender equality is a precondition for the prevention of family violence and other forms of violence against women and girls.
Advancing gender equality is a shared responsibility across the Victorian community.
All human beings, regardless of gender, should be free to develop their personal abilities, pursue their professional careers and make choices about their lives without being limited by gender stereotypes, gender roles or prejudices.
Gender inequality may be compounded by other forms of disadvantage or discrimination that a person may experience based on Aboriginality, age, disability, ethnicity, gender identity, race, religion, sexual orientation and other attributes.
Women have historically experienced discrimination and disadvantage based on sex and gender.
Special measures may be necessary to achieve gender equality.



Our department is committed to upholding the Gender Equality Act gender equality principles (the principles), which have been used to inform the GEAP strategies and measures. 
During development of our GEAP, we considered women’s historical experiences of discrimination and disadvantage on the basis of sex and gender, and prepared strategies to promote equal opportunity for women and gender diverse staff. We also took action to address how gender inequality can occur with other inequities by:
analysing our workplace gender audit data to identify systemic barriers to access, inclusion and equity for diverse staff 
incorporating the feedback of diverse staff and staff networks into the GEAP through targeted consultations
developing strategies and measures to specifically address how gender inequality affects diverse staff who face more than one type of inequality, including special measure actions.
We ensured our GEAP was aligned with other inclusion strategies, frameworks and legislation to acknowledge the benefits of gender equality, the right to equal opportunity for all genders, our common goals, and shared responsibility for action to advance gender equality in our community. 
[bookmark: _Toc97714248][bookmark: _Toc99464342][bookmark: _Toc102112601]Workplace gender audit 
We completed a baseline workplace gender audit against each of the workplace gender equality indicators. Gender-disaggregated data as at 30 June 2021 was used to assess the state of gender equality in DFFH. There were two categories of data considered in the audit:
workforce data from the DFFH employee data collection systems
employee experience data from the 2021 People Matter Survey (the Victorian Public Sector’s annual employee feedback survey).
[bookmark: _Toc97714249][bookmark: _Toc99464343][bookmark: _Toc102112602]Consultation and engagement
The GEAP was developed following extensive consultation. We partnered with divisions, priority groups and staff networks to plan and develop an inclusive consultation approach.
Consultation was conducted using a variety of methods, including:
online consultation workshops
targeted workshops with priority staff groups
an anonymous feedback mechanism
discussions with staff networks
meetings with employee union representatives
Gender Equality Working Group
discussions with the DFFH Board.
[bookmark: _Toc102112603]Stage 1
During the first stage of consultation, we shared the results of our workplace gender audit with the DFFH Board, employee union representatives and employees through a series of 26 consultation workshops.
[bookmark: _Toc102112604]Consultation workshops
Workshops were promoted to the entire DFFH workforce and were available to all staff. The workshops were facilitated by an independent organisation with expertise in intersectionality, diversity and inclusion.
Further workshops were held focusing on the lived experiences of:
Aboriginal staff
staff with disability
older adult staff 
culturally diverse staff
LGBTIQ+ staff.
We ran these focused workshops to ensure that we heard from employees whose experience of gender inequality may be compounded by other forms of disadvantage and discrimination.
We worked in partnership with our staff networks to promote, plan and tailor the workshops, including:
DFFH Aboriginal Staff Network
Pride Network
Enablers Network
VPS Autism Success Network
VPS Women of Colour Network
VPS African-Australian Network.
The workshops that focused on hearing from Aboriginal staff, staff with disability and LGBTIQ+ staff were facilitated by DFFH staff from the Aboriginal and Diversity Inclusion team to ensure a lived experience perspective.
We also made an anonymous feedback form available to all staff to encourage open and transparent feedback.
[bookmark: _Toc102112605]Consultation report
As part of the consultation, we asked our staff where they believed change was needed and how they thought we could best address the issues identified through the workplace gender audit. Feedback was structured around the four focus areas:
strategy and business alignment
leadership and accountability
employment and careers
culture and safety.
[bookmark: _Toc102112606]Stage 2
The DFFH Gender Equality Working Group (the working group) was established. The working group included representatives from:
each of our nine divisions 
staff from priority communities 
networks including the Aboriginal Staff Network, Pride Network, Enablers Network, VPS Autism Success Network, VPS Women of Colour Network and VPS African-Australian Network. 
The feedback from Stage 1 consultations was reported to the working group. 
Proposed strategies and measures were developed based on:
consultation feedback
advice from the working group
progress to date under the former Gender equality action plan 2019–2021
contemporary research and project or program evaluations. 
Feedback about the proposed strategies and measures was collected via:
a consultation workshop available to all staff
consultation with senior executives
Gender Equality Working Group
consultation with employee union representatives
advice from the Centre for Evaluation and Research Evidence
review at DFFH Board.
The GEAP strategies and measures are based on a whole-of-department, systems approach and are aimed at making significant and sustained change.


[bookmark: _Toc97714250][bookmark: _Toc99464344][bookmark: _Toc102112607]What the evidence told us
[bookmark: _Key_Workplace_gender][bookmark: _Toc97714251][bookmark: _Toc99464345][bookmark: _Toc102112608]Key workplace gender audit 2021 results
	Gender Equality Act indicator
	Infographic key message

	Indicator 1: Gender composition of all levels of the workforce
	A high proportion of staff are women. However, women are underrepresented at more senior levels and overrepresented in lower classified or renumerated levels. 
Women are also less likely to be in secure full time, ongoing roles than men.
More detail is available in Appendix 3 under Indicator 1: Gender.

	Indicator 2: Gender composition of governing body
	The DFFH Board reflects the overall gender composition of the DFFH workforce.
More detail is available in Appendix 3 under Indicator 2: Gender composition of governing body.

	Indicator 3: Equal remuneration
	The DFFH overall workforce gender pay gap median is 0%.
Although the DFFH-wide median gender pay gap is zero, gender pay gaps exist within:
executive levels
Aboriginal workforce 
fixed term full-time roles
older adult staff groups (between 45 and 64 years old).
More detail is available in Appendix 3 under Indicator 3: Equal remuneration for work or equal or comparable value.

	Indicator 4: Sexual harassment
	Sexual harassment is underreported at DFFH. 
Data collection issues make it difficult to identify trends and improve prevention and response to sexual harassment.
More detail is available in Appendix 3 under Indicator 4: Sexual harassment.

	Indicator 5: Recruitment and promotion
	Recruitment in the audit period reflected the gender composition of the workforce.
Women were overrepresented in recruitment to part-time ongoing and part-time fixed term roles.
More detail is available in Appendix 3 under Indicator 5: Recruitment and promotion.

	Indicator 6: Leave and flexibility
	The majority of staff who take parental leave are women. 
More detail is available in Appendix 3 under Indicator 6: Leave and flexibility.

	Indicator 7: Gendered segregation of the workforce
	The proportion of women in manager roles decreases the more senior the role. 
There is also a high proportion of women in:
Child Protection Practitioner roles (85%) 
clerical and administrative roles (80%), particularly at lower levels. 
Technical and trades workers are male dominated.
More detail is available in Appendix 3 under Indicator 7: Gendered segregation of the workforce.

	Data gaps
	Our employee experience of gender inequality is magnified for Aboriginal staff, staff with disabilities, older staff, younger staff and staff of diverse cultural backgrounds.
We need to strengthen collection of data about non-binary gender identities, employee disability status, cultural diversity, religion and sexual orientation. 


[bookmark: _Toc97714252][bookmark: _Toc99464346][bookmark: _Toc102112609]What our staff said
	Focus area
	Consultation feedback

	Strategy and business alignment
	Departmental policies, programs and services are not always aligned with gender equality principles.

	Leadership and accountability
	Lack of accountability from leaders results in inaction around diversity and inclusion.
Time and budgets are barriers to cultural change and diversity awareness, particularly in engaging middle managers.

	Employment and careers
	There is occupational segregation and low representation of diverse women and other diverse staff groups within the workforce, particularly at senior levels.
Older staff and diverse groups experience occupational segregation, devaluation, ageism and lack of support, including through key life stages such as career breaks, menopause and retirement.[footnoteRef:10] [10:  Key life stages are common phases of life such as pregnancy, trans and gender diverse affirmation, providing primary care of infants, transitioning children to school, return to work from parental leave, menopause, caring for elderly family members and retirement planning. It is also recognised that diverse staff may have different or additional key life stages and events.] 

The female-dominated workforce ‘hides’ the gender pay gap.
Diverse staff experience gender pay gaps, however there is no capacity to measure and address gaps.

	Culture and safety
	Reporting frameworks, systems and processes for sexual harassment and other harmful behaviours are not visible, clear, trusted, transparent or always acted on.
Staff from diverse groups experience disproportionately high rates of discrimination, harassment, racism, bullying and inappropriate behaviour, and additional barriers to reporting.
Inconsistent support for flexible working arrangements adversely affects staff with parenting and caring responsibilities (including diverse staff).
Short-term or ’hands off’ interventions (such as mandatory online short courses) are compliance-focused rather than genuinely building awareness and knowledge to effect cultural change.




[bookmark: _Toc97714253][bookmark: _Toc99464347][bookmark: _Toc102112610]How we will achieve our vision for gender equality
[bookmark: _Toc97714254][bookmark: _Toc99464348][bookmark: _Toc102112611]Diversity and inclusion framework
We know that gender inequality doesn’t affect everyone in the same way. The GEAP includes strategies and measures to address the ways that gender inequality affects diverse groups and individuals in DFFH.
To complement the GEAP, we will take further action to ensure a more equitable and inclusive workplace through our diversity and inclusion framework (DI framework). 
The DI framework will provide an overarching structure to build a more diverse, equitable, inclusive and respectful workforce within DFFH. The DI framework will include actions to address the structural inequities experienced by:
LGBTIQ+ staff
culturally diverse staff 
staff with disability
staff of diverse ages.
The DI framework also aligns with our commitments in the Aboriginal workforce strategy 2021–2026 to address inequality experienced by Aboriginal staff.
We will implement the GEAP in parallel with implementation of the DI framework to ensure actions are aligned.
[bookmark: _Toc97714255][bookmark: _Toc99464349][bookmark: _Toc102112612]Governance and oversight
A new Equality, Diversity and Inclusion Committee (the committee) will be established, with a focus on organisational gender equality, diversity, equity and inclusion.
The committee will:
have oversight of the GEAP and the DI framework 
ensure we are taking coordinated action and holding ourselves to account
oversee GEAP and DI framework implementation
monitor progress 
provide a report to the DFFH Board biannually against relevant outcomes, strategies and measures.
The committee will comprise:
executive members from each division accountable for progressing gender equality, diversity and inclusion within their division
staff members from priority groups, including Aboriginal staff, staff with disability, LGBTIQ+ staff, culturally diverse staff and older adult staff.
We will establish forums as and when required (such as working groups and communities of practice) with defined relationships to the committee to ensure:
the voices of staff with lived experience are heard and considered in the implementation of all strategies
staff have opportunities to support implementation and build personal and organisational capability.
[bookmark: _Toc97714256][bookmark: _Toc99464350][bookmark: _Toc102112613]Implementation at divisional level 
Divisions will plan and manage implementation of GEAP strategies and actions at a local level, tailoring actions to their workforce profile, needs, priorities and circumstances. The actions will be updated annually to ensure they remain aligned to the needs of the workforce and the department.
Implementation actions at the divisional level will be managed and reported on through existing executive leadership teams, senior management teams and people committees. 
People and Culture branch will support divisional implementation by facilitating forums (including communities of practice) to share practice and increase impact across the department.
People and Culture branch will also provide divisions with data dashboards containing disaggregated gender and intersectional data, where this is available, and will coordinate biannual reporting to the DFFH Board. 
[bookmark: _Toc97714257][bookmark: _Toc99464351][bookmark: _Toc102112614]Monitoring and evaluation
[bookmark: _Toc102112615]GEAP outcomes framework
We know that achieving workplace gender equality requires sustained and enduring action beyond the life of our 2022–2025 GEAP.
We have established a GEAP outcomes framework to ensure we have sustained effort to meet the vision. This aligns with the gender equality outcomes framework in Safe and strong.
[bookmark: _Toc102112616]Short-term outcomes
We will measure progress of GEAP activities and deliverables against our short-term outcomes using process and output indicators and targets as detailed in Appendix 1: Implementation plan.
These indicators will demonstrate whether the GEAP is being implemented as planned and outline where more effort may be needed or where activities and deliverables have been met.
[bookmark: _Toc102112617]Long-term outcomes 
In recognition of the short- and medium-term nature of the GEAP, the outcomes from the Safe and strong gender equality outcomes framework will be considered as desired and long-term program aims.
We will also use the workplace gender equality indicators to measure our progress against the long-term outcomes outlined in Safe and strong.
Outcome indicators measure the broader impact of the GEAP strategies towards achieving gender equality in our workplace. Evaluations of particular strategies within the GEAP will be planned and undertaken as implementation progresses to ascertain long-term outcomes.
	Focus areas
	Long-term outcomes
	Long-term measures

	Strategy and business alignment 
	Gender equality is embedded in all Victorian Government decisions and actions.
	Safe and strong indicators
· Increased focus on gender equality in Victorian Government procurement. 
· Increased focus on gender equality in Victorian Government budgeting. 
· Increased focus on gender equality in Victorian Government policy making. 
Workplace gender equality indicators
Gender composition of all levels of the workforce.
Gendered segregation within the workplace.

	Leadership and accountability
	All Victorians are visible, have an equal voice and occupy decision making roles not only at work, but in communities, sport, media and the arts. 
Victorians model and promote a commitment to gender equality.
	Safe and strong indicators
Increased diversity of women leaders. 
Increased number of organisations that demonstrate a commitment to gender equality. 
Increased promotion of gendered equality by key social influencers. 
Workplace gender equality indicators
Gender composition of all levels of the workforce.
Gender composition of governing bodies.
Recruitment and promotion practice in the workplace.

	Employment and careers
	Participation in learning, education, the economy and society is not limited by gender. 
Victorians are rewarded equitably for their contribution in all aspects of society. 
The Victorian Government models gender equality best practice in the workplace. 
	Safe and strong indicators
· Reduced gender segregation of roles in the Victorian Public Service. 
· Increased availability and uptake of flexible working arrangements. 
· Reduced prevalence of sexism, sexual harassment and gender discrimination. 
· Reduced gender gap in workforce participation. 
· Increased workforce participation by women with a disability.
· Increased recognition of women’s expertise 
· Increase in gender pay equity within the Victorian Public Service. 
· Increased representation of women across all levels of leadership.
Workplace gender equality indicators
Gender composition of all levels of the workforce.
Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender.
Recruitment and promotion practice in the workplace.
Gendered segregation within the workplace.

	Culture and safety 
	All Victorians are safe in their homes, communities and workplaces. 
The Victorian Government models gender equality best practice in the workplace. 
Victorians do not tolerate attitudes and behaviours that support gender inequality.
	Safe and strong indicators
Increased awareness and understanding of the extent and impact of gender inequality. 
Increased culture of challenging gender inequalities, across all settings and across all life stages. 
Workplace gender equality indicators
Sexual harassment in the workplace.
Recruitment and promotion practice in the workplace.
Availability and use of family violence leave, flexible working arrangements and working supporting workers with family or caring responsibilities.


[bookmark: _Toc97714258][bookmark: _Toc99464352][bookmark: _Toc102112618]Reporting
Regular reports on DFFH’s GEAP implementation and progress towards gender equality will be prepared and provided in line with the structure outlined in Table 1.
[bookmark: _Ref95298488]Table 1: Reporting structure
	Level
	Reporting description

	Commission for Gender Equality in the Public Sector
	A report to the Commission on our progress every two years, including the results of the workplace gender audit.

	DFFH Board
	A biannual paper to the Board on the progress of the GEAP implementation, including an annual workplace gender audit.

	Equality, Diversity and Inclusion Committee
	Review and reporting on GEAP progress at quarterly committee meetings.
The committee may decide to evaluate particular programs or strategies – these will be reported in line with the relevant timetable.

	Divisional executives
	Divisions will monitor their actions and outcomes, and provide biannual reports to the committee using a common template.
Divisional reports will contribute to Board and Commission reporting.

	Staff and employee representatives
	After each report to the DFFH Board, a communiqué will be provided to all staff and employee representatives.


[bookmark: _Toc97714259][bookmark: _Toc99464353][bookmark: _Toc102112619]Strategic resource plan
The resources available for GEAP implementation are outlined in Table 2.
The full-time equivalent staffing (FTE) comprises:
staff undertaking dedicated work that directly supports GEAP implementation (4.6 FTE each year)
business as usual (BAU) resources undertaking a range of learning, capability and culture functions that may directly or indirectly support GEAP implementation and can be used flexibly for GEAP implementation as needs arise (12.8 FTE each year).
Divisions will be responsible for managing local level actions using their individual budgets and resources. 
Implementation will include engagement with staff networks, as indicated in the implementation plan (Appendix 1: Implementation plan). Where this involves significant time or effort, People and Culture branch will negotiate with the relevant divisions to ensure recognition in work plans and performance and development plans (PDP).
[bookmark: _Ref95315368]

Table 2: GEAP four-year strategic resource plan
	Resource
	Dedicated work on GEAP implementation
	BAU resources supporting GEAP implementation

	Human resources (FTE positions)
	People and Culture (PC) branch:
Project management of GEAP implementation, including oversight of gender impact assessment processes – 1.0 FTE
Intersectionality work through DI framework implementation – 1.0 FTE
Coordination of training and capability building programs – 1.0 FTE
Data collection, management and analysis – 0.5 FTE
Review and manage improvements to human resource systems and practices – 0.5 FTE
Senior management oversight of GEAP implementation – 0.6 FTE
Total dedicated PC: 4.6 FTE
Divisions:
Various FTE to implement divisional actions related to the GEAP, including gender impact assessments
	People and Culture (PC) branch:
Organisational Development and Culture Unit: people strategy, workforce metrics, People Matter Survey, positive workplace culture, PDP, flexible working and change management – 3.0 FTE
Aboriginal and Diversity Inclusion Unit: DI framework, Aboriginal workforce strategy and cultural safety framework – 6.0 FTE
Learning and Development Unit: Management of learning management system and training calendar – 3.0 FTE
Executive oversight of learning, capability and culture functions – 0.8 FTE
Total BAU PC support: 12.8 FTE
Divisions:
Various FTE to align BAU divisional activities (including management of policies, programs and processes) with GEAP actions. 

	Program and project costs 
	Develop and roll out training and capability building programs: 
Gender equality, diversity and inclusion training
Leadership development programs 
Innovation and improvement funds:
Evaluation of impact of strategies and measures 
System upgrades and infrastructure
	Adapt and continue offering related training and capability building:
Leading with respect program and other leadership development training
Positive workplace culture and diversity and inclusion training offers
Coaching and mentoring




[bookmark: _Toc97714260][bookmark: _Toc99464354][bookmark: _Toc102112620]Overview of gender equality strategies and measures
[bookmark: _Toc102112621]Focus area 1: Strategy and business alignment
	What we learnt from data and staff consultations
	What we will do about it

	DFFH is unable to robustly identify, measure and address the inequities experienced by diverse staff due to gaps in collection of intersectional workforce data.
	Implement systems to centrally capture, analyse and share data, including intersectional gender data.
Address barriers to employees sharing diversity data in systems and surveys.

	Departmental policies, programs and services are not always aligned with gender equality principles.
	Use gender impact assessments (GIAs) to apply a gender lens to key DFFH policies, programs and services.
Update DFFH internal and public records including strategies, plans, guidelines, templates and webpages to ensure they are inclusive and free from discrimination.
Use budgeting, purchasing, procurement, funding, contract management and service agreement management processes to improve gender equality.
Assess DFFH organisational change processes for gender-based impacts, risks and opportunities.
Implement DFFH Diversity and inclusion framework to complement GEAP strategies and outcomes.


[bookmark: _Toc102112622]Focus area 2: Leadership and accountability
	What we learnt from data and staff consultations
	What we will do about it

	There is an absence of intersectional data on DFFH Board members and composition of governance groups.
	DFFH Board to biannually discuss gender and intersectional equality and how to ensure diversity on Board and internal committees. 

	Lack of accountability from leaders results in inaction around diversity and inclusion.
	Increase divisional transparency and accountability for addressing gender inequalities.
Establish an Equality, Diversity and Inclusion Committee to monitor and govern GEAP and DI framework implementation.
Embed Inclusive Leadership principles and practices into DFFH leadership development programs.
Review PDP and performance guidance materials to improve performance and development goal setting, one-on-one meetings and PDP reviews.

	Time and budgets are barriers to cultural change and diversity awareness, particularly in engaging middle managers.
	Implement a strategic resource plan for GEAP implementation.


[bookmark: _Toc102112623]Focus area 3: Employment and careers
	What we learnt from data and staff consultations
	What we will do about it

	There is occupational segregation and low representation of diverse staff and diverse women within the workforce, particularly at senior levels.
There is an overrepresentation of men in senior roles or leadership.
Older staff and diverse groups experience occupational segregation, devaluation, ageism and lack of support, including through key life stages such as career breaks, menopause and retirement.
	Identify and address barriers to employment, promotion and retention for diverse staff by:
analysing intersectional gender audit data and implementing Recruit smarter: best practice guidelines for inclusive recruitment
implementing innovative recruitment and entry processes to attract diverse staff and address inequalities in occupations that show a gender imbalance
delivering an executive and senior management leadership development program for diverse women with defined progression points to higher roles
reviewing and updating DFFH’s learning and career development programs
implementing strategies to support women and diverse staff through key life stages.

	The female dominated workforce ‘hides’ the gender pay gap. 
The DFFH median pay gap is zero, however gender pay gaps exist within divisions, position levels and types of employment. 
	Increase transparency and accountability for addressing gender pay gaps (including intersectional pay gaps) by:
establishing pay equity dashboards to enhance transparency and inform equitable decisions
preparing guidance for divisions and hiring managers on addressing pay inequities 
reviewing the pay policy and work value review policy.

	Diverse staff experience gender pay gaps, however there is no capacity to measure and address gaps.
	Prepare targeted strategies to respond to pay gaps identified among diverse staff, including identifying and applying special measure conditions to relevant higher classification, manager or leadership positions.


[bookmark: _Toc102112624]Focus area 4: Culture and safety
	What we learnt from data and staff consultations
	What we will do about it

	The reporting frameworks, systems and processes for sexual harassment and other harmful behaviours are not visible, clear, trusted, transparent or always acted on. 
	Take action to increase perpetrator accountability and deter harmful behaviours.
Establish an accessible single central intake and referral point for staff to report sexual harassment, violence, discrimination, bullying and other inappropriate behaviour, issues and risks.
Address barriers to staff reporting, including increasing the options available to staff.

	Staff from diverse groups experience disproportionately high rates of discrimination, harassment, racism and inappropriate behaviour, and additional barriers to reporting.
	Deliver targeted interventions for at risk groups to encourage help seeking behaviour, strengthen prevention and address barriers to reporting of sexual harassment in the workplace.
Establish culturally safe mechanisms to address racism, discrimination, bullying and inappropriate behaviour in relation to diverse staff.

	There is low uptake of parental leave entitlements and unpaid careers leave by male employees.
	Promote and facilitate equitable uptake of flexible working arrangements and parental and carers leave via:
central records of flexible work arrangements 
review of flexible work policies and practices 
regular communications, including campaigns targeted at men
guidance and training for managers.

	Inconsistent support for flexible working arrangements adversely impact staff with parenting and carer responsibilities (including diverse staff).
	Offer and promote job share and flexible working arrangements that are innovative, accessible and address barriers via:
implementation of a job share platform
piloting innovative flexible working models
showcasing leaders utilising flexible working arrangements.

	Low uptake of family violence leave provisions.
MARAM implementation not yet embedded into BAU or organisational development frameworks.
	Strengthen organisational responses and supports for staff experiencing family violence by:
rolling out the Multi-Agency Risk Assessment and Management (MARAM) implementation plan
strengthening communications
building manager capability 
regularly evaluating responses and supports.

	Short term or ’hands off’ interventions (such as mandatory online short courses) are compliance-focused rather than genuinely building awareness and knowledge to effect cultural change.
	Implement prevention actions targeting inappropriate and harmful behaviours including:
trans and gender diverse awareness training and resources 
bystander interventions to prevent and challenge harmful behaviours
implementing Victorian Equal Opportunity and Human Rights Commission program to address sexual harassment and sex discrimination around pregnancy, parental leave and access to flexible working arrangements 
implementing evidence-based awareness raising workshops on harmful gender stereotypes 
applying for Australian Workplace Equality Index accreditation.
Develop a DFFH 'Trans and gender diverse affirmation' policy and resources, and increase availability of all-gender and gender-neutral bathrooms.


A full outline of strategies and measures is in Appendix 1: Implementation plan.


[bookmark: _Appendix_1:_Implementation][bookmark: _Ref97124859][bookmark: _Ref97125049][bookmark: _Toc97714261][bookmark: _Toc99464355][bookmark: _Toc102112625]Appendix 1: Implementation plan
[bookmark: _Toc97714262][bookmark: _Toc99464356][bookmark: _Toc102112626]Focus area 1: Strategy and business alignment
[bookmark: _Toc102112627]Short-term outcome: Workforce gender and diversity data is safely and confidentially captured and analysed
Strategy: 1.1 Implement systems to centrally capture, analyse and share gender data including intersectional data
	Implementation actions
	Process measures
	Deadline
	Responsible

	Conduct data needs assessment and prepare data improvement plan to identify and address gender inequalities including intersectional inequalities.
	Data needs assessment and improvement plan completed and reviewed annually
Examples of data improvement provided
	Q2 2022 and annually
	People and Culture

	Identify opportunities and progress changes to current employee or payroll systems to collect workforce data on intersectional gender equality
	Current employee or payroll systems updated with intersectional gender equality data
Systems capture workforce data in a culturally safe and confidential way
	Q4 2022
	People and Culture
Corporate Support 

	Work within governance of the VPS Human Capital Management (HCM) System to support inclusion of intersectional gender data
	HCM governance group minutes reference data discussions and outcomes
Key intersectional gender equality metrics are embedded into HCM 
	2025
	People and Culture
HCM Project Team

	Undertake annual lived experience qualitative data collection and analysis, to allow for proactive action to reduce bias and harm and to monitor progress 
	Annual diversity survey and focus groups undertaken in collaboration with staff networks
Results identify trends and issues for action
	Q1 2022 and annually
	People and Culture

	Undertake annual workplace gender audit, including the collection and dissemination of comprehensive intersectional data by division
	Annual business process on data audit is set, including annual review of data needs assessment and data improvement actions
Workplace gender audit is completed according to timetable
Workplace gender audit data is provided to divisions and contributes to decision making and actions
	Q4 2022 and annually
	People and Culture 

	Advocate for improvements to People Matter Survey questions and analyse and report data at divisional and branch levels to support workplace gender audit and GEAP monitoring and evaluation
	Survey contains the questions needed to monitor and evaluate gender equality
Survey data analysed and reported to divisions annually
	Q3 2022 and annually
	People and Culture


[bookmark: _Toc102112628]Short-term outcome: Staff voluntarily provide diversity data and have confidence in its confidentiality and use
Strategy: 1.2 Address barriers to employees sharing diversity data in systems and surveys
	Implementation actions
	Process measures
	Deadline
	Responsible

	Deliver communications campaign to encourage staff to update demographic data using the available employee systems, People Matter Survey and diversity survey
	Communications campaign includes staff network input and is delivered at least annually
	Q1 2022 and ongoing
	People and Culture
Engagement and Reform

	Collaborate with staff networks on administration of the annual diversity survey to optimise participation
	Increase in staff voluntarily providing and updating demographic data
	Q1 2022 and ongoing
	People and Culture


	In consultation with staff networks, share diversity data in a sensitive and safe way, linking it to improvement actions
	Data shared with staff, including links to related GEAP implementation actions
	Q3 2022 and ongoing
	People and Culture





[bookmark: _Toc102112629]Short-term outcome: DFFH policies, programs and services reflect and promote gender equality
Strategy: 1.3 Use gender impact assessments (GIA) to apply a gender lens to DFFH policies, programs and services
	Implementation actions
	Process measures
	Deadline
	Responsible

	Prepare and launch a central depository to record and monitor GIAs conducted at DFFH
	Central depository established 
Divisions prepare and upload GIAs to central repository
	Q2 2022 and ongoing
	People and Culture
Divisions

	Streamline GIA processes and provide guidance and training to staff
	GIA guidance and training embedded into DFFH’s corporate support
	Q3 2022 and ongoing
	People and Culture

	Implement and support a GEAP/GIA community of practice to continually strengthen staff capability and encourage completion
	Community of practice established and meets quarterly
	Q3 2022 and ongoing
	People and Culture
Divisions

	Prepare, monitor and review GIAs to ensure compliance with the Gender Equality Act and identify practice improvement opportunities that will strengthen gender equality outcomes and staff capability
	GIAs are in place for in-scope policies, programs and services 
GIAs meet Commission requirements
Evidence of practice improvement provided
	2023 and ongoing
	People and Culture
Divisions

	Review and update key internal DFFH policies and programs using a process modelled on the GIA process, and embed GEAP strategies and measures into the business cycle
	Key DFFH business and human resource policies, programs and associated materials support gender equality and reduce structural inequities
	2025
	People and Culture
Relevant business units

	Evaluate the impacts of GIAs on policies, programs and services
	Evaluation shows positive benefits of GIAs and contribution towards the Gender Equality Act principles
	2025 and every two years
	People and Culture




[bookmark: _Toc102112630]Short-term outcome: DFFH documents and records contain inclusive language and imagery and support gender equality
Strategy: 1.4 Update DFFH internal and public records including strategies, plans, guidelines, templates and webpages to ensure they are inclusive and free from discrimination 
	Implementation actions
	Process measures
	Deadline
	Responsible

	Review and amend writing style guidance to include advice to staff around inclusive language, gender equality and diverse gender identities and terms
	Writing style guidance amended and reviewed regularly in line with latest guidance
	2023 and every two years
	People and Culture
Engagement and Reform

	Update DFFH memo, briefing and visual style templates to include gender equality principles and requirements, including guidance on inclusive language and imagery
	DFFH templates updated
Intranet resources and guidance available to all users
	Q4 2022
	People and Culture
Engagement and Reform

	Review and update key DFFH internal and public records, including published strategies, plans, guidelines and the DFFH website, intranet and SharePoint sites, to ensure inclusive language and imagery
	Key internal and public records and sites identified, and a review process and timeline established
Records and sites are updated per the timeline and in alignment with best practice guidance
	2025
	People and Culture
Engagement and Reform
Divisions




[bookmark: _Toc102112631]Short-term outcome: Gender equality is promoted within the funded sector and industry through DFFH’s budget processes, funding and purchasing relationships
Strategy: 1.5 Integrate GEAP strategies and measures into budgeting, purchasing, procurement, funding, contract management and service agreement management processes to improve gender equality
	Implementation actions
	Process measures
	Deadline
	Responsible

	Review purchasing, procurement and funding arrangements used in each division to ensure inclusive language and alignment with GEAP strategies and measures and social procurement principles and requirements
	Review and revision of purchasing, procurement and funding arrangements completed in consultation with stakeholder groups
	2024
	People and Culture
Corporate business units
Divisions

	Include gender and intersectional equality performance measures in contracts and funding and service agreements as appropriate
	Evidence provided of gender equality-based performance measures in key contracts and service agreements
	2025
	People and Culture
Divisions

	Implement Gender Responsive Budgeting by informing and building capability of decision makers, embedding GEAP strategies and measures into the budget process and supporting documentation, and monitoring and assessing impact and progress
	Budget templates and documentation updated to reflect requirements 
Evidence of progress and impacts supplied
	2023 and ongoing
	Finance 
Divisions




[bookmark: _Toc102112632]Short-term outcome: DFFH change processes consider gender equality principles and risks
Strategy: 1.6 Assess DFFH’s organisational change processes for gender-based impacts, risks and opportunities
	Implementation actions
	Process measures
	Deadline
	Responsible

	Assess DFFH change processes using a process modelled on the GIA template
	Gender based risks, issues and opportunities are identified and relevant actions taken in respect of key organisational change processes
	Q2 2022
	Organisational Development and Performance
People and Culture


[bookmark: _Toc102112633]Short-term outcome: Diversity and inclusion are embedded at all levels of DFFH
Strategy: 1.7 Implement a DFFH Diversity and inclusion framework (DI framework) to complement the GEAP, integrating strategies and measures into the business cycle
	Implementation actions
	Process measures
	Deadline
	Responsible

	Complete the DI framework including endorsement by the Diversity and Inclusion Advisory Group
	DI framework completed
Implementation occurs along published timeframes, with strategies and measures embedded in the business cycle
	Q2 2022
	People and Culture


[bookmark: _Toc97714263][bookmark: _Toc99464357][bookmark: _Toc102112634]Focus area 2: Leadership and accountability
[bookmark: _Toc102112635]Short-term outcome: DFFH Board maintains and communicates a commitment to gender and intersectional equality
Strategy: 2.1 DFFH Board to biannually discuss gender and intersectional equality in the department and how to ensure diversity on the Board and internal committees
	Implementation actions
	Process measures
	Deadline
	Responsible

	Add biannual agenda item to Board meetings to discuss the GEAP progress report and actions to improve:
demographic data or intersectional attributes of the DFFH workforce (gender, Aboriginality, disability, ethnicity, race, religion and sexual orientation)
demographic data or intersectional attributes of the Board and internal committees
	Board minutes to reflect biannual discussion and agreed actions
Composition of DFFH governance bodies to reflect gender and intersectional equality
	Q4 2022 and biannually
	DFFH Board
People and Culture

	Communicate to staff the GEAP progress report and outcome of the Board agenda item to demonstrate the commitment to increasing gender and intersectional equality
	Biannual communiqué delivered to staff summarising the GEAP progress report and Board discussion
	Q4 2022 and biannually
	DFFH Board
Engagement and Reform


[bookmark: _Toc102112636]Short-term outcome: Divisions identify, monitor and address gender inequalities
Strategy: 2.2 Increase divisional transparency and accountability for addressing gender inequalities
	Implementation actions
	Process measures
	Deadline
	Responsible

	Divisions to establish, monitor and report on divisional actions, KPIs and targets to address localised gender inequalities
	Actions, KPIs and targets for divisions established, monitored and reported on biannually to the Equality, Diversity and Inclusion Committee and to divisional staff
	Q3 2022 and biannually
	Divisions

	Divisional KPIs and targets to be included in Executive and senior manager PDP goal plans and work plans
	PDP goal plans and work plans include gender and intersectional equality KPIs and targets, as appropriate.
	Q3 2022 and annually
	Divisions


[bookmark: _Toc102112637]Short-term outcome: Adequate resources are allocated for GEAP implementation
Strategy: 2.3 Implement a strategic resource plan for the DFFH GEAP implementation
	Implementation actions
	Process measures
	Deadline
	Responsible

	Develop a strategic resource plan including human resources and budget to be allocated to GEAP implementation activities
	Human resources and budget are sufficient to achieve GEAP measures
	Q2 2022
	People and Culture

	Review strategic resource plan annually and report to DFFH Board on allocation of time and budget
	Annual review of resource plan undertaken
	2023 and annually
	People and Culture


[bookmark: _Toc102112638]Short-term outcome: A governance structure oversees GEAP implementation
Strategy: 2.4 Establish an Equality, Diversity and Inclusion Committee to govern GEAP and DI framework implementation
	Implementation actions
	Process measures
	Deadline
	Responsible

	Establish GEAP governance structure and committee:
embed quorum of diverse staff into Terms of Reference, with transparent appointment and tenure processes
articulate and acknowledge workload of diverse staff representatives
	Committee established with clear reporting lines and accountability
Workload of diverse staff formally acknowledged (such as PDP, agreed hours with management)
	Q2 2022
	People and Culture
Divisions
Staff networks

	Establish forums (such as working parties and communities of practice) to support the work of the committee.
	Forums established as appropriate to provide opportunities for staff engagement and lived experience input to GEAP implementation
	Q2 2022
	People and Culture
Staff networks


[bookmark: _Toc102112639]Short-term outcome: DFFH leadership development programs focus on gender and intersectional equality
Strategy: 2.5 Embed Inclusive Leadership principles and practices into DFFH leadership development programs
	Implementation actions
	Process measures
	Deadline
	Responsible

	Prepare a DFFH leadership development strategy that incorporates Inclusive Leadership principles and practices, based on evidence, best practice and consultation with staff networks.
	DFFH leadership development strategy prepared incorporating inclusive leadership
	Q2 2022
	People and Culture

	Review and revise all existing DFFH leadership development offers to align to the leadership development strategy
	DFFH leadership development offers support gender and intersectional equality
	2023
	People and Culture

	Lead the development of a VPS leadership program to train and support leaders to positively influence their workplaces by challenging stereotypical gender norms and constructively intervening to improve culture
Include awareness raising workshops and an intensive training and community of practice to develop the capability of cohorts of workplace leaders
	Pilot implemented and evaluated
Program scaled up and delivered on an ongoing basis
Partnership with VPS departments to lead program implementation
	2024
	People and Culture


[bookmark: _Toc102112640]Short-term outcome: Managers and people leaders tailor people management to individuals’ needs
Strategy: 2.6 Review PDP and performance guidance materials to improve performance and development goal setting, 1-1 meetings and PDP reviews
	Implementation actions
	Process measures
	Deadline
	Responsible

	Review and update PDP and performance and development guidance to reflect inclusive leadership and support goal setting that incorporates gender equality principles
	PDP and performance and development guidance updated
	Q3 2022
	People and Culture


[bookmark: _Toc97714264][bookmark: _Toc99464358][bookmark: _Toc102112641]Focus area 3: Employment and careers
[bookmark: _Toc102112642]Short-term outcome: DFFH has a representative and sustainable gender diverse talent pipeline
Strategy: 3.1 Identify and address barriers to employment, promotion and retention for diverse staff
	Implementation actions
	Process measures
	Deadline
	Responsible

	Analyse intersectional gender data across all levels of the workforce to identify and address systemic barriers to employment, promotion and retention for diverse staff, including recruitment and applicant data, exit data, employee experience data and organisational and divisional trends
	Biannual report completed on key gender and intersectional metrics and trends in employment, promotion and retention
KPIs and targets incorporated in divisional actions as appropriate
Analysis informs recruitment, selection, retention and career development strategies and supports
	2023 and biannually
	People and Culture
Divisions

	Implement Recruit smarter: best practice guidelines for inclusive recruitment, supporting the full employee lifecycle and diverse, transparent selection, onboarding and induction practices.
	Guidelines embedded into DFFH recruitment policy, procedures and documents in consultation with staff networks
	2023
	People and Culture
Divisions

	Explore and implement innovative recruitment and entry processes to attract and improve selection of diverse staff, including special measure roles to address workforce diversity gaps.
	New and innovative recruitment practices trialled and evaluated
Graduate, trainee and internship processes aligned with GEAP outcomes
Special measure roles implemented within identified roles or settings
	2024
	People and Culture
Divisions

	Deliver an executive and senior management leadership development program for women, targeted to priority groups identified through the workplace gender audit, with defined progression points to management and leadership roles. 
	Aboriginal women in leadership program delivered and evaluated 
Leadership development program adapted and expanded across other diverse staff groups
	Q4 2022 and ongoing
	People and Culture
Divisions

	Implement a recruitment plan to address inequalities in occupations that show a gender imbalance.
	Recruitment plan prepared and implemented.
Occupational based gender imbalances are reduced
	2023 and ongoing
	People and Culture
Divisions

	Review and update DFFH’s learning and career development programs to ensure opportunities and access for diverse staff.
	Review undertaken and program content, accessibility and promotion revised as appropriate.
	2023
	People and Culture

	Implement strategies to support women and diverse staff through key life stages including career breaks, menopause and retirement
	Consultation and scoping exercise undertaken and recruitment, employment and wellbeing strategies implemented that consider differing stages and needs for diverse staff.
	2024
	People and Culture


[bookmark: _Toc102112643]Short-term outcome: Gender pay gaps are addressed
Strategy: 3.2 Increase transparency and accountability for addressing gender pay gaps (including intersectional gender pay gaps)
	Implementation actions
	Process measures
	Deadline
	Responsible

	Establish pay equity dashboards to enhance transparency and inform decisions around salary at commencement, promotion or higher duties
	DFFH and divisional data dashboards established and shared with staff and divisions, incorporating disaggregated and deidentified intersectional gender pay gap data. 
Pay equity metrics tabled at the Board biannually
Workforce data shows reductions in pay inequities where they occur
	Q4 2022 and biannually
	People and Culture

	Prepare guidance for divisions and hiring managers to assist in implementing interventions that are likely to address an identified pay inequity
	Guidance on the factors likely to improve pay equity, and options for action, disseminated
	Q2 2022
	People and Culture

	Review the pay policy and work value review policy and provide clear and transparent advice and support to staff, applicants and hiring managers on options to address identified pay inequities, including salary negotiation parameters and reclassification proposals
	Pay policy and work value review policy updated, within the scope of the VPS enterprise agreement, to support actions needed to address identified pay inequities
Updated advice on salary negotiation parameters included in recruitment guidance materials for applicants and hiring managers.
	Q4 2022 
	People and Culture

	Prepare targeted strategies to respond to significant pay gaps identified for Aboriginal women and other diverse staff 
	Strategies implemented and address the identified pay inequity
	2023
	People and Culture

	Nominate and apply special measure conditions to higher classification positions and manager or leadership positions to address identified intersectional pay inequities
	Divisional targets set for special measure conditions for higher classification positions and manager or leadership roles, where inequities are identified
	2023
	People and Culture
Divisions


[bookmark: _Toc97714265][bookmark: _Toc99464359][bookmark: _Toc102112644]Focus area 4: Culture and safety
[bookmark: _Toc102112645]Short-term outcome: Reports and responses to sexual harassment and other inappropriate behaviours are timely and appropriate
Strategy: 4.1 Strengthen organisational responses to inappropriate and harmful behaviours (such as racism, ableism, transphobia, homophobia, harassment, bullying) by improving notifications, support, DFFH reporting and action
	Implementation actions
	Process measures
	Deadline
	Responsible

	Take action to increase perpetrator accountability and deter sexual harassment, violence and other harmful behaviours, including implementing recommendations and best practice approaches from the Respect@Work Sexual Harassment National Inquiry Report (2020) and Victorian Auditor General’s Office (VAGO) report on sexual harassment in the public sector[footnoteRef:11] [11:  Victorian Auditor General’s Office: Sexual harassment in the Victorian Public Service – Independent Assurance Report to Parliament, 2019.] 

	Recommendations from Respect@Work and VAGO report implemented
	2023 and ongoing
	People and Culture

	Establish an accessible single central intake and referral point for staff to report sexual harassment, violence, discrimination, bullying and other inappropriate behaviour, issues and risks
	Central intake point established, with trained staff and clear, victim-centric procedures and risk management framework
Policies and procedures reflect the support and reporting pathways
	2023
	People and Culture

	Address barriers to staff reporting, including increasing the options available to staff to report sexual harassment, discrimination, bullying and other inappropriate behaviour, issues and risks
	Anonymous reporting option for staff established
Resolution processes made available to staff as alternatives to formal investigation
Review and consultation on staff reporting policies and processes undertaken, with recommendations for action
Increase in help seeking behaviour and reporting of sexual harassment, discrimination, bullying and other inappropriate behaviour, issues and risks
	2023
	People and Culture

	Deliver targeted interventions for at risk groups to encourage help seeking behaviour, strengthen prevention and address barriers to reporting of sexual harassment in the workplace
	Minimum of one targeted communications or cultural change intervention for each at risk group implemented annually
	2023
	People and Culture

	Establish culturally safe mechanisms to address racism, discrimination, bullying and inappropriate behaviour in relation to diverse staff
	Needs assessment undertaken through staff consultation
Culturally safe mechanisms established and evaluated
	2025
	People and Culture

	Strengthen collection, analysis and reporting of data on sexual harassment and other inappropriate and harmful behaviours to understand the scope and nature of the problem and the effectiveness of workplace interventions
	Develop, apply and monitor minimum standards for data collection and reporting in line with the Gender Equality Act requirements and VAGO recommendations 
Report provided to Board biannually and actions undertaken
	2023 and biannually
	People and Culture


[bookmark: _Toc102112646]Short-term outcome: Uptake of flexible working arrangements and parental leave is more equitable
Strategy: 4.2 Facilitate equitable uptake of flexible working arrangements, parental leave and paternity leave by promoting and monitoring leave and flexibility, and building job design capability
	Implementation actions
	Process measures
	Deadline
	Responsible

	Centrally record and monitor uptake of flexible working arrangements. 
	Central repository established
Requirement to record arrangements socialised and embedded into policies
Summary data used in workplace gender audit to inform GEAP implementation
	Q4 2022
	People and Culture
Divisions

	Embed a flexible working mindset across DFFH and ensure flexible working arrangements are equitable, easy to navigate, effective and reflect changing needs of staff.
	Flexible working and job design policies and practices reviewed, revised, streamlined and embedded in consultation with staff
Guidance prepared on job and team design to facilitate flexible working arrangements that consider workload management and individual and team needs
	Q4 2022
	People and Culture

	Socialise and normalise flexible work arrangements through regular communications 
	Communications delivered to all staff, with targeting to diverse staff 
Staff stories of flexible working arrangements are regularly featured in DFFH staff communication, including managers and leaders role modelling flexible working. 
Equity in uptake of flexible working arrangements increases
	2022 and ongoing
	People and Culture
Engagement and Reform

	Provide guidance and training for leaders and frontline managers on considering flexible working requests and leave requests, including accommodating people returning to work and the needs of diverse staff.
	Guidance and training provided
People Matter Survey results indicate improvement in managers’ support for flexible work arrangements.
	2023
	People and Culture

	Deliver ongoing communications campaigns to increase men’s uptake of parental leave, leveraging behavioural insights research to challenge gender norms that act as barriers to men's leave applications
	Targeted communications campaigns implemented
Uptake of parental leave is more equitable across genders
	2022 and ongoing
	People and Culture


[bookmark: _Toc102112647]Short-term outcome: Access to job share and innovative flexible working arrangements is improved
Strategy: 4.3. Offer and promote job share and flexible working arrangements that are innovative and accessible
	Implementation actions
	Process measures
	Deadline
	Responsible

	Implement a job share platform
	Job share platform options piloted and evaluated. 
Once feasibility has been assessed, an appropriate job share platform implemented
	Q3 2022
	People and Culture

	Pilot innovative flexible working models including inter-generational, asymmetrical and vertical job-sharing arrangements 
	Innovative flexible working models piloted
Flexible working pilots evaluated (including consideration of impact on career progression) and successful initiatives scaled up, incorporated into policy and promoted to staff
Uptake of job share and innovative flexible working arrangements increases
	2024
	People and Culture




[bookmark: _Toc102112648]Short-term outcome: Family violence support, response and risk management are aligned with best practice
Strategy: 4.4 Strengthen organisational responses and supports for staff experiencing family violence
	Implementation actions
	Process measures
	Deadline
	Responsible

	Roll out Multi-Agency Risk Assessment and Management (MARAM) implementation plan.
	MARAM tailored to DFFH needs, including articulating links and differences to existing procedures and ensuring access
MARAM implementation action plan meets targets
	2022 and ongoing
	People and Culture
OPFVC
FSV

	Clearly communicate the availability and types of support available for staff experiencing family violence, addressing barriers and communicating to staff
	Regular communications delivered on family violence responses (annual minimum) 
	2022 and ongoing
	People and Culture with OPFVC and FSV

	Build manager capability to implement policies and procedures on family violence support, and provide guidance on dealing with perpetrators.
	Training and guidance provided
	Q4 2022
	People and Culture with OPFVC and FSV

	Regularly evaluate and improve responses and supports provided for family violence
	Family violence leave uptake monitored annually via workplace gender audit
Evaluation undertaken of MARAM implementation
	2023 and evaluation every two years
	People and Culture with OPFVC and FSV




[bookmark: _Toc102112649]Short-term outcome: Prevention interventions to address gender inequality are tailored to identified issues with specific behavioural outcomes
Strategy: 4.5 Implement prevention actions targeting sexual harassment, discrimination, bullying and other harmful behaviours (such as racism, ableism, transphobia, homophobia)
	Implementation actions
	Process measures
	Deadline
	Responsible

	Provide trans and gender diverse awareness training and resources for managers and staff
	Trans and gender diverse awareness training delivered and resources developed and implemented
	Q3 2022 and ongoing
	People and Culture, with Pride Network
Divisions

	Establish a bystander project to implement behaviourally informed bystander interventions
	Bystander project plan developed based on staff consultation and best practice advice, and bystander interventions implemented 
	2024
	People and Culture

	Implement a holistic program developed and evaluated by the Victorian Equal Opportunity and Human Rights Commission which addresses sexual harassment and sex discrimination around pregnancy, parental leave and access to flexible working arrangements and builds confidence and competence among participants to have conversations about these issues
	A program piloted and evaluated
	2023 and ongoing
	People and Culture

	Implement evidence-based awareness raising workshops on harmful gender stereotypes 
	Workshops delivered and available to all staff 
DFFH demonstrates partnership with other VPS departments to increase impact
	2023
	People and Culture

	Apply for and progress Australian Workplace Equality Index (AWEI) accreditation
	Application for AWEI accreditation lodged
Accreditation gained
	2022 and annually 
	People and Culture, with Pride Network




[bookmark: _Toc102112650]Short-term outcome: Employee systems, processes and facilities are safe for trans and gender diverse staff
Strategy: 4.6 Implement a DFFH 'Trans and gender diverse affirmation' policy and resources
	Implementation actions
	Process measures
	Deadline
	Responsible

	Develop a DFFH trans and gender diverse affirmation policy which includes clear and transparent advice for managers, HR and employees to record and affirm a name change by use
	DFFH trans and gender diverse affirmation policy developed and implemented
	Q4 2022
	People and Culture, with Pride Network
Legal and Executive Services

	Develop a toolkit of accompanying resources for employees and managers to support the wellbeing and safety of trans and gender diverse staff
	Toolkit and resources implemented and used 
	2023
	People and Culture, with Pride Network

	Increase availability of accessible all-gender and gender-neutral bathrooms in the workplace
	Increased availability of accessible all-gender and gender-neutral bathrooms within DFFH workplaces
	2023
	People and Culture, with Pride Network




[bookmark: _Toc97714266][bookmark: _Toc99464360][bookmark: _Toc102112651]Appendix 2: Glossary of key terms
	Term
	Definition

	Bullying
	Workplace bullying is repeated unreasonable behaviour by an individual towards a worker which creates a risk to health and safety.[footnoteRef:12] [12:  Fair Work Amendment Act 2013] 


	Disability
	A disability is any condition that restricts a person’s mental, sensory or mobility functions. It may be caused by accident, trauma, genetics or disease. A disability may be temporary or permanent, total or partial, lifelong or acquired, visible or invisible. In interaction with various attitudinal and environmental barriers, disability may hinder full and effective participation in society on an equal basis.[footnoteRef:13] [13:  This definition is based on descriptions from the Australian Network on Disability <https://www.and.org.au/resources/disability-statistics/> and the United Nations Convention on the Rights of People with Disability (UNCRPD) <https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities.html>. This ‘Convention’ defines disability within the context of the social model of disability, which recognises that negative attitudes and environmental barriers impact on people’s ability to participate equitably in work and life. ] 


	Discrimination
	Discrimination occurs when a person, or group of people, is treated less favourably than another person or group because of their background or certain personal characteristics including; race, sex, pregnancy, marital status, breastfeeding, age, disability or sexual orientation, gender identity and sex characteristics.[footnoteRef:14] [14:  Australian Human Rights Commission: Workplace discrimination, harassment and bullying <https://humanrights.gov.au/our-work/employers/workplace-discrimination-harassment-and-bullying>.] 


	Diverse women
	Women (including trans women) whose experience of gender inequality may be compounded by other forms of disadvantage or discrimination based on a range of diverse attributes including Aboriginality, disability, cultural diversity, diverse sexualities and ages.

	Gender
	Gender is part of how people understand who they are and how they interact with other people, and refers to socially constructed identities that can be shown in different ways.

	Gender diverse
	An umbrella term for a range of genders expressed in different ways. Gender diverse people use many terms to describe themselves. Language in this area is dynamic, particularly among young people, who are more likely to describe themselves as non-binary.

	Gender equality
	Equality of rights, opportunities, responsibilities and outcomes between persons of different genders.[footnoteRef:15] [15:  Victorian Gender Equality Act 2020.] 


	Gender impact assessment
	Your gender can affect your needs and experiences. This means that policies, programs and services can affect people of different genders in different ways. 
The Gender Equality Act requires public sector organisations to do gender impact assessments (GIAs) on all new policies, programs and services (and those up for review) which directly and significantly impact the public.
A gender impact assessment must:
assess the effects that the policy, program or service may have on people of different genders
explain how the policy, program or service will be changed to better support Victorians of all genders and promote gender equality
where practical, apply an intersectional approach to consider how gender inequality can be compounded by disadvantage or discrimination that a person may experience on the basis of other factors such as age, disability or ethnicity.[footnoteRef:16] [16: ‘ Gender impact assessments: When, why and how to do a gender impact assessment.’ Commission for Gender Equality in the Public Sector <https://www.genderequalitycommission.vic.gov.au/gender-impact-assessments>.] 


	Gender pay gap
	The difference between women’s or people of self-described gender’s and men’s average full-time base annualised salary earnings, expressed as a percentage of men’s earnings. For the purposes of the workplace gender audit, analysis is focused on the pay gap for each classification.
A gender pay gap that is positive (that is, greater than zero) means that the average annualised full-time salaries of men are greater than women, while a gender pay gap that is negative (that is, less than zero) means that the average annualised full-time salaries of women or people of self-described gender are greater than men.
The median salary is the middle salary from a list of salaries arranged in ascending or descending order. It can be more useful than the mean (average) when there are extreme values in the dataset as it is not affected by extreme values.[footnoteRef:17] [17:  Workplace gender audit 2021: Guidance for defined entities. Commission for Gender Equality in the Public Sector < https://www.genderequalitycommission.vic.gov.au/workplace-gender-auditing>.] 


	Harmful behaviours
	An umbrella term used to describe a range of unacceptable and unsafe behaviours including discrimination, harassment (including sexual harassment and sexual violence), bullying, occupational violence and aggression.

	Intersectionality
	The ways in which different aspects of a person's identity can expose them to overlapping forms of discrimination and marginalisation. This is an approach to understanding how social meanings related to the way we categorise and identify can overlap and interconnect. This creates different layers and types of discrimination or disadvantage for either an individual or group. Categories include gender, sexual orientation, sex characteristics, ethnicity, language, faith, class, socioeconomic status, ability and age.

	Key life stages and milestones
	Includes common experiences at different phases of life such as pregnancy, trans and gender diverse affirmation, providing primary care of infants, transitioning children to school, return to work from parental leave, menopause, caring for elderly family members and retirement planning. It is also recognised that diverse staff may have different or additional key life stages and events.

	LGBTIQ+
	People who are lesbian, gay, bisexual, trans and gender diverse, intersex or queer. 

	Occupational violence and aggression
	Occupational violence and aggression is when a person is abused, threatened or assaulted in a situation related to their work.[footnoteRef:18] [18:  WorkSafe Victoria: Occupational violence and aggression: Safety basics <https://www.worksafe.vic.gov.au/occupational-violence-and-aggression>.] 


	People with intersex variations
	An umbrella term for people born with natural variations to sex characteristics.
This includes physical features relating to sex including genitalia and other sexual and reproductive parts of the person’s anatomy. It might also refer to the person’s chromosomes, hormones and secondary physical features emerging as a result of puberty. Some people with intersex variations describe themselves according to their specific intersex variation or use other context-dependent language. For example, someone may say they have Klinefelter (a common variation). Most people with intersex variations are cisgender and identify as male or female.

	Sex
	A person’s biological sex characteristics (includes genitalia and other sexual and reproductive parts of the person’s anatomy). We have previously understood the term ‘sex’ as either female or male.

	Sexuality or sexual orientation
	A person’s romantic or sexual attraction to others. A person’s gender does not mean they have certain sex characteristics or a particular sexuality, or vice versa.

	Sexual harassment
	Sexual harassment is an unwelcome sexual advance, unwelcome request for sexual favours or other unwelcome conduct of a sexual nature which makes a person feel offended, humiliated or intimidated, where a reasonable person would anticipate that reaction in the circumstances.[footnoteRef:19] [19:  Sex Discrimination Act 1984 (Cth)] 

Sexual harassment refers to a range of behaviours, both physical (including unwelcome touching and sexual violence such as actual or attempted rape or assault) and non-physical (including sexually suggestive comments or jokes).[footnoteRef:20] [20:  Australian Human Rights Commission: Sexual harassment: Serious business, Results of the 2008 Sexual harassment telephone survey (2008) <https://humanrights.gov.au/our-work/sex-discrimination/publications/sexual-harassment-serious-business-2008>. ] 


	Trans (short for transgender) person
	Someone whose gender does not only align with the one assigned at birth. Not all trans people will use this term to describe themselves.





[bookmark: _Ref95313818][bookmark: _Ref95313826][bookmark: _Ref95313833][bookmark: _Toc95999538][bookmark: _Toc97714267][bookmark: _Toc99464361][bookmark: _Toc102112652]Appendix 3: Workplace gender audit data
A summary of the workplace gender audit data is at Key workplace gender audit 2021 results.
[bookmark: _Toc95999539][bookmark: _Toc97714268][bookmark: _Toc99464362][bookmark: _Toc102112653]Data gaps
We know that gender inequality is compounded by other forms of discrimination and disadvantage. 
The results of our workplace gender audit taught us that we need to strengthen data collection around our employee disability status, cultural diversity, non-binary gender identities, religion and sexual orientation. 
We are committed to improving data collection so that we can identify and address inequities experienced by all our diverse staff.
Data from diverse groups is provided where available, including data around our Aboriginal workforce and different age groups.
[bookmark: _Toc95999540][bookmark: _Toc97714269][bookmark: _Toc99464363][bookmark: _Toc102112654]Gender diverse staff
We recognise that many people do not understand their gender as being a man or a woman, including trans and gender diverse people. However, the audit data reported from our workforce records uses the gender identities of ‘men’ and ‘women’ only. This is because the number of gender diverse DFFH staff who have shared their gender identity with DFFH is very small. By sharing this data we may identify individuals and risk breaching their confidentiality. 
In the 2021 People Matter Survey (PMS):
less than one per cent of staff identified as intersex
65 per cent identified their gender as women
20 per cent identified as men
one per cent identified their gender as non-binary or use a different term 
14 per cent indicated that they preferred not to say.
PMS responses from gender diverse staff are reported using a combined grouping of ‘non-binary, I use a different term or prefer not to say’. This is because the number of respondents who identified as non-binary or use a different term is also very small. 
The reasons why PMS respondents prefer not to identify their gender identity may vary and may not indicate that these respondents identify as gender diverse. 
[bookmark: _Indicator_1:_Gender][bookmark: _Toc1437453927][bookmark: _Toc1638465001][bookmark: _Toc161940676][bookmark: _Toc95999541][bookmark: _Toc97714270][bookmark: _Toc99464364][bookmark: _Toc102112655]Indicator 1: Gender composition of the workforce
There is underrepresentation of:
younger age groups (under 25 years of age)
older age groups (over 65)
Aboriginal women (compared to total 77% of women at DFFH)
Aboriginal women in more senior roles.
[bookmark: _Toc1695057989][bookmark: _Toc97910375][bookmark: _Toc117255790][bookmark: _Toc102112656]Workforce data audit results
[bookmark: _Toc2119042058][bookmark: _Toc329405739][bookmark: _Toc102112657]Overall gender composition of the workforce
	Staff
	DFFH % women
	Victorian Public Sector % women

	All staff 
	77%
	59%

	Executive staff
	69%
	51%


[bookmark: _Toc104909085][bookmark: _Toc296572771][bookmark: _Toc102112658]Overall gender composition of the workforce, by employment basis
	Status
	Men (%)
	Women (%)
	Total

	Casual
	4%
	2%
	3%

	Full time ongoing
	73%
	65%
	67%

	Full Time fixed term
	16%
	13%
	13%

	Part time ongoing
	7%
	18%
	15%

	Part time fixed term
	1%
	2%
	2%

	Total
	100%
	100%
	100%


[bookmark: _Toc836788708][bookmark: _Toc34562083][bookmark: _Toc102112659]Gender composition of the workforce by level to CEO or other relevant classifications or groupings[footnoteRef:21] [21:  VPS refers to Victorian Public Service as specified in the Victorian Public Service Enterprise Agreement 2020. SES refers to Senior Executive Service classification bands including Deputy Secretary (SES3), Executive Director (SES2) and Director (SES1). Some executive roles, as defined by their level to the CEO, are filled by VPS staff covered by the VPS EBA, as senior technical specialists.] 

	Level to CEO 
	Total staff 
	% Women 
	% Men

	1 (SES3 equivalent)
	12
	75% 
	25%

	2 (SES2 equivalent)
	58
	60% 
	40%

	3 (SES1 equivalent)
	112
	71% 
	29%

	4 (VPS6 equivalent)
	810
	69% 
	31%

	5 (VPS5 equivalent)
	1,806
	78% 
	22%

	6 (VPS4 equivalent)
	1,524
	80% 
	20%

	7 (VPS3 equivalent)
	1,404
	79% 
	21%

	8 (VPS2 equivalent)
	864
	74% 
	26%

	Total
	6,591
	77% 
	23%


[bookmark: _Toc2101101278][bookmark: _Toc102112660]Gender composition of the Aboriginal workforce by level to CEO 
	Level to CEO
	% Women
	% Men

	1 (SES3 equivalent) to 3 (SES1 equivalent)
	2.8% 
	1.4%

	4 (VPS6 equivalent) to 5 (VPS5 equivalent) 
	28.7% 
	14%

	6 (VPS4 equivalent) to 8 (VPS2 equivalent) 
	41.9% 
	11.2%

	Total 
	73.4% 
	26.6%


[bookmark: _Toc1726945875][bookmark: _Toc787983690][bookmark: _Toc1819541525][bookmark: _Toc102112661]Employee experience data
	People Matter Survey question
	% women who agree
	% men who agree 
	% non-binary, use a different term or prefer not to say

	There is a positive culture within my organisation in relation to employees of different sexes and genders 
	84%
	81%
	60%

	There is a positive culture within my organisation in relation to employees who are Aboriginal or Torres Strait Islander 
	81%
	77%
	61%

	There is a positive culture within my organisation in relation to employees from varied cultural backgrounds 
	82%
	80%
	60%

	There is a positive culture within my organisation in relation to employees of different age groups 
	72%
	71%
	47%

	There is a positive culture within my organisation in relation to employees who identify as LGBTIQ 
	83%
	81%
	62%

	There is a positive culture within my organisation in relation to employees with disability 
	69%
	69%
	52%


[bookmark: _Toc317206643][bookmark: _Toc387710671][bookmark: _Toc402720563]

[bookmark: _Toc102112662]Intersectional data 
	Status
	Men
	Women
	Total

	Casual
	4%
	2%
	3%

	Full-time ongoing
	73%
	65%
	67%

	Full-time fixed term
	15%
	13%
	13%

	Part-time ongoing
	7%
	18%
	15%

	Part-time fixed term
	1%
	2%
	2%

	Total
	100%
	100%
	100%


[bookmark: _Toc1943652137][bookmark: _Toc102112663]Gender composition of Aboriginal workforce
2.2% of the DFFH workforce are Aboriginal staff. 
A large proportion of Aboriginal women (57%) are employed at VPS4 or below.
	Workforce
	Women 
	Men 

	Aboriginal workforce
	73.4%
	26.6%


[bookmark: _Toc960903964][bookmark: _Toc102112664]Gender composition of total department workforce by age group
	[bookmark: _Toc643340698]Age group
	[bookmark: _Toc1672694900]Women
	[bookmark: _Toc1672328344]Men
	[bookmark: _Toc638302134]Total 

	[bookmark: _Toc435149761]15 to 24 years
	[bookmark: _Toc397032031]84%
	[bookmark: _Toc741784643]16%
	[bookmark: _Toc1300555419]3.4%

	[bookmark: _Toc1568663440]25 to 34 years
	[bookmark: _Toc111372367]79.6%
	[bookmark: _Toc1252862910]20.4%
	[bookmark: _Toc1225953959]23.7%

	[bookmark: _Toc2044919821]35 to 44 years
	[bookmark: _Toc1248697030]78.1%
	[bookmark: _Toc2039292771]21.9%
	[bookmark: _Toc508144918]25.6%

	[bookmark: _Toc241172897]45 to 54 years
	[bookmark: _Toc2021518851]78.1%
	[bookmark: _Toc644748580]21.9%
	[bookmark: _Toc258299061]24.0%

	[bookmark: _Toc951869689]55 to 64 years
	[bookmark: _Toc1836431918]70.9%
	[bookmark: _Toc1107203534]29.1%
	[bookmark: _Toc1741644310]18.5%

	[bookmark: _Toc1865394952]65 years and over
	[bookmark: _Toc20838877]64.3%
	[bookmark: _Toc1642870140]35.7%
	[bookmark: _Toc541047365]4.8%

	Total
	-
	-
	[bookmark: _Toc456550400]100%


[bookmark: _Indicator_2:_Gender][bookmark: _Toc1023225672][bookmark: _Toc690102101][bookmark: _Toc1473551734][bookmark: _Toc95999542][bookmark: _Toc97714271][bookmark: _Toc99464365][bookmark: _Toc102112665]Indicator 2: Gender composition of governing body
[bookmark: _Toc1564066777]The board reflects the overall gender composition of the DFFH workforce.
DFFH Board is 77% women and 23% men.
There is one Aboriginal staff member on the Board.
[bookmark: _Toc2145031534]Other intersectional data on the DFFH Board is not available. 
[bookmark: _Indicator_3:_Equal][bookmark: _Toc1315124971][bookmark: _Toc1729890826][bookmark: _Toc95999543][bookmark: _Toc97714272][bookmark: _Toc99464366][bookmark: _Toc102112666][bookmark: _Toc276140232]Indicator 3: Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender
Gender pay gap: the difference between women’s or people of self-described gender’s and men’s average full-time base annualised salary earnings, expressed as a percentage of men’s earnings. For the purposes of the workplace gender audit, analysis is focused on the pay gap for each classification.
A gender pay gap that is positive (that is, greater than zero) means that the average annualised full-time salaries of men are greater than women, while a gender pay gap that is negative (that is, less than zero) means that the average annualised full-time salaries of women or people of self-described gender are greater than men.[footnoteRef:22] [22:  Workplace gender audit 2021: Guidance for defined entities. Commission for Gender Equality in the Public Sector. <https://www.genderequalitycommission.vic.gov.au/workplace-gender-auditing>.] 

The median salary is the middle salary from a list of salaries arranged in ascending or descending order. It can be more useful than the mean (average) when there are extreme values in the dataset as it is not affected by extreme values.
Although the DFFH-wide median gender pay gap is zero, gender pay gaps exist within:
executive levels,
the Aboriginal workforce 
fixed term full-time roles
staff between 45 and 64 years of age.
[bookmark: _Toc974772689][bookmark: _Toc635206636][bookmark: _Toc102112667]Workplace data audit results
[bookmark: _Toc292898777][bookmark: _Toc1341434928][bookmark: _Toc102112668]Overall organisational gender pay gaps
The DFFH overall workforce gender pay gap median: 0.0%.
The DFFH median total remuneration gap: $0.0.[footnoteRef:23] [23:  Both the female and male DFFH median salaries are the same pay point.] 

[bookmark: _Toc1923496125][bookmark: _Toc1288233289][bookmark: _Toc102112669]Gender pay gap by level to CEO[footnoteRef:24] [24:  Level from CEO was determined by classification or salary equivalence drawn from the Victorian Public Service Enterprise Agreement 2020 or Senior Executive Service classification bands. Levels: Secretary (CEO equivalent) is 0, SES3 is level -1, SES2 is level -2, SES1/SMA/STS is level -3, VPS6 is -4, VPS5 is -5, VPS4 is -6, VPS 3 is -7 and VPS1 and 2 are -8.] 

	Level to CEO
	Median pay gap

	-1 (SES3 equivalent) 
	20.5%

	-2 (SES2 equivalent) 
	-3.7%

	-3 (SES1 equivalent)
	-0.5%

	-4 (VPS6 equivalent) 
	0.0%

	-5 (VPS5 equivalent) 
	0.0%

	-6 (VPS4 equivalent) 
	0.0%

	-7 (VPS3 equivalent) 
	1.3%

	-8 (VPS2 equivalent) 
	0.7%


[bookmark: _Toc757133721][bookmark: _Toc1286749481][bookmark: _Toc102112670]Gender pay gap by employment basis (full time, part time, casual)
	Type of employment
	Gender pay gap

	Casual
	3.4%

	Full time ongoing
	0.0%

	Fixed term full time 
	7.9%

	Part time ongoing
	-15.7%

	Fixed term part time
	-59.3%


[bookmark: _Toc474102623][bookmark: _Toc923367117][bookmark: _Toc1298767063][bookmark: _Toc102112671]Gender pay gap by age group
	Age group
	Gender pay gap

	15 to 24 years
	-27.5%

	25 to 34 years
	0.0%

	35 to 44 years
	1.5%

	45 to 54 years
	9.5%

	55 to 64 years
	9.0%

	65+ years
	0.0%


[bookmark: _Indicator_4:_Sexual][bookmark: _Toc1672989295][bookmark: _Toc1976487732][bookmark: _Toc150059951][bookmark: _Toc95999544][bookmark: _Toc97714273][bookmark: _Toc99464367][bookmark: _Toc102112672]Indicator 4: Sexual harassment
[bookmark: _Toc165912179][bookmark: _Toc1217290482][bookmark: _Toc102112673]Workplace data audit results
The number of sexual harassment complaints within the audit period is too small to report as there is a risk of identifying individuals and confidentiality. 
PMS results indicate that sexual harassment is likely underreported at DFFH. 
Data collection issues make it difficult to identify trends and improve prevention and response to sexual harassment.
[bookmark: _Toc2104026261][bookmark: _Toc125144407][bookmark: _Toc225407269][bookmark: _Toc102112674]Employee experience data
	Category
	Percentage of respondents

	Women
	3%

	Men
	3%

	Non-binary, use a different term or prefer not to say
	5%

	Aboriginal and Torres Strait Islander
	2%

	Respondents with disabilities
	9%

	Respondents with diverse sexualities[footnoteRef:25] [25:  ‘Diverse sexualities’ refers to grouped PMS results for staff who described their sexual orientation as asexual, bisexual, don’t know, gay or lesbian, I use a different term, pansexual or prefer not to say.] 

	7%

	All DFFH respondents
	3%



	People Matter Survey question
	% women who agree
	% men who agree 
	% non-binary, use a different term or prefer not to say

	I feel safe to challenge inappropriate behaviour at work
	62%
	74%
	36%

	My organisation takes steps to eliminate bullying, harassment and discrimination
	66%
	74%
	43%

	My organisation encourages respectful workplace behaviours
	81%
	86%
	63%


[bookmark: _Toc1769347765][bookmark: _Toc251277266][bookmark: _Toc983766545][bookmark: _Toc95999545]

[bookmark: _Indicator_5:_Recruitment][bookmark: _Toc97714274][bookmark: _Toc99464368][bookmark: _Toc102112675]Indicator 5: Recruitment and promotion
[bookmark: _Toc224275612][bookmark: _Toc2018872490][bookmark: _Toc1760847006][bookmark: _Toc102112676]Workplace data audit results
[bookmark: _Toc1708049556][bookmark: _Toc1775775778][bookmark: _Toc102112677]Total recruitment
	Type of employment
	% women

	Full time ongoing
	79.4% 

	Full time fixed term
	73.2% 

	Part-time ongoing
	90.1% 

	Part-time fixed term
	88.6% 

	Casual
	61.3% 

	Total 
	76.3%


[bookmark: _Toc686211305][bookmark: _Toc11246868][bookmark: _Toc102112678]Gender composition of staff undertaking higher duties
	Gender
	Percentage

	Women
	78%

	Men
	22%


[bookmark: _Toc459537281][bookmark: _Toc354555880][bookmark: _Toc102112679]Overall gender composition of exits
Women: 77%
Men: 23%
[bookmark: _Toc343394779][bookmark: _Toc351463068][bookmark: _Toc102112680]Overall gender composition of career development opportunities
Women: 83%
Men: 17%
[bookmark: _Toc1315205623][bookmark: _Toc605941133][bookmark: _Toc1229480815]

[bookmark: _Toc102112681]Employee experience data
	People Matter Survey question
	% women who agree
	% men who agree 
	% non-binary, use a different term or prefer not to say

	My organisation makes fair recruitment and promotion decisions, based on merit 
	50%
	50%
	27%

	I feel I have an equal chance at promotion in my organisation
	44%
	50%
	20%

	Gender is not a barrier to success in my organisation
	78%
	81%
	58%

	Being Aboriginal or Torres Strait Islander is not a barrier to success in my organisation
	72%
	67%
	53%

	Cultural background is not a barrier to success in my organisation
	71%
	75%
	53%

	Sexual orientation is not a barrier to success in my organisation
	82%
	78%
	60%

	Disability is not a barrier to success in my organisation
	66%
	64%
	46%

	Age is not a barrier to success in my organisation
	66%
	69%
	44%


[bookmark: _Indicator_6:_Leave][bookmark: _Toc688520130][bookmark: _Toc1599474050][bookmark: _Toc954461959][bookmark: _Toc95999546][bookmark: _Toc97714275][bookmark: _Toc99464369][bookmark: _Toc102112682]Indicator 6: Leave and flexibility
[bookmark: _Toc1417233648][bookmark: _Toc156773079][bookmark: _Toc371365664][bookmark: _Toc102112683]Employee experience data
	Respondents who indicated that they use flexible work arrangements
	Percentage

	Women
	64%

	Men
	61%

	Non-binary, use a different term or prefer not to say
	-

	All DFFH respondents
	62%


[bookmark: _Toc262114956][bookmark: _Toc891265579][bookmark: _Toc102112684]Workforce data
Staff who took parental leave:
Men: 2.3%
Women: 97.7%
[bookmark: _Toc162503821]Number of staff who exited the organisation during parental leave: 13 (all women).[footnoteRef:26] [26:  Refers to staff who returned from parental leave and left the next day as leave entitlements cease once employment ends.] 

	People Matter Survey question
	% women who agree
	% men who agree 
	% non-binary, use a different term or prefer not to say

	My organisation would support me if I needed to take family violence leave
	84%
	82%
	63%

	I am confident that if I requested a flexible work arrangement, it would be given due consideration
	72%
	77%
	56%

	My organisation supports employees with family or other caring responsibilities, regardless of gender
	77%
	81%
	59%

	[bookmark: _Toc1795490688]I have the flexibility I need to manage my work and non-work activities and responsibilities 
	71%
	74%
	52%

	Using flexible work arrangements is not a barrier to success in my organization
	57%
	65%

	39%

	Having caring responsibilities is not a barrier to success in my organization
	56%
	64%

	38%

	Having family responsibilities is not a barrier to success in my organization
	58%
	68%
	39%


[bookmark: _Indicator_7:_Gendered][bookmark: _Toc2132477637][bookmark: _Toc1573430164][bookmark: _Toc1209627360][bookmark: _Toc95999547]

[bookmark: _Toc97714276][bookmark: _Toc99464370][bookmark: _Toc102112685]Indicator 7: Gendered segregation of the workforce
[bookmark: _Toc778573397][bookmark: _Toc1620360109][bookmark: _Toc102112686]Workplace data audit results
[bookmark: _Toc2051678343][bookmark: _Toc102112687]Gender composition of ANZSCO code major groups in the organisation
The Australian and New Zealand Standard Classification of Occupations (ANZSCO) is used to assess gendered segregation of labour.
	ANZSCO code major groups
	1 level to CEO
	2 levels to CEO
	3 levels to CEO
	4 levels to CEO
	5 levels to CEO
	6 levels to CEO
	7 levels to CEO
	8 levels to CEO
	% Women

	1. Managers
	75%
	60%
	71%
	69%
	78%
	72%
	88%
	-
	72%

	2. Professionals
	-
	-
	80%
	70%
	81%
	83%
	86%
	86%
	82% 

	3. Technicians and trades workers
	-
	-
	-
	50%
	39%
	34%
	5%
	-
	39%

	4. Community and personal service workers
	-
	-
	-
	-
	85%
	83%
	74%
	38%
	67%

	5. Clerical and administrative workers
	-
	-
	-
	60%
	50%
	73%
	84%
	85%
	80%

	6. Sales workers
	-
	-
	-
	-
	-
	-
	-
	-
	No data

	7. Machinery operators and drivers
	-
	-
	-
	-
	-
	-
	-
	-
	No data

	8. Labourers
	-
	-
	-
	-
	-
	-
	-
	-
	No data


[bookmark: _Toc28225817][bookmark: _Toc1467742772]

[bookmark: _Toc102112688]Gender composition of key groups at more detailed levels of ANZSCO code
[bookmark: _Toc552460399][bookmark: _Toc102112689]Gender composition of manager roles (including team leaders)
	Level to CEO
	% women

	-1 (SES3 equivalent) 
	74%

	-2 (SES2 equivalent) 
	60%

	-3 (SES1 equivalent)
	71%

	-4 (VPS6 equivalent) 
	69%

	-5 (VPS5 equivalent) 
	78%

	-6 (VPS4 equivalent) 
	72%

	-7 (VPS3 equivalent) 
	88%


[bookmark: _Toc1335250415][bookmark: _Toc102112690]Gender composition of Aboriginal workforce by ANZSCO code major groups
	ANZSCO code major groups
	% Women

	1. Managers
	58%

	2. Professionals
	73%

	3. Technicians and trades workers
	No data

	4. Community and personal service workers
	79%

	5. Clerical and administrative workers
	75%

	6. Sales workers
	No data

	7. Machinery operators and drivers
	No data

	8. Labourers
	No data


[bookmark: _Toc212774706][bookmark: _Toc1962803958][bookmark: _Toc102112691]Employee experience data
	People Matter Survey question
	% women who agree
	% men who agree 
	% non-binary, use a different term or prefer not to say

	My organisation uses inclusive and respectful images and language
	87%
	88%
	72%

	In my workgroup work is allocated fairly, regardless of gender
	83%
	86%
	61%
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