Gender equality is when people of all genders have
equal rights, responsibilities and opportunities.

Local councils play an important role in shaping services and policies that impact gender equality
in the community. We are leaders in the community — this means we should be role modelling
gender equality to the public we serve

Workplace policies, practices and cultures can perpetuate gender inequality by devaluing,
excluding or marginalising women and gender diverse people — but they can also drive change by
proactively supporting equality

Gender Equality Act 2020

The Gender Equality Act 2020 commenced in March 2021 and promotes gender equality by:
¢ Requiring the Victorian public sector, local councils and universities to take positive action towards achieving workplace gender
equality
¢ Requiring these organisations to consider and promote gender equality in their policies, programs and services
e Establishing the Public Sector Gender Equality Commissioner to provide education, support implementation and enforce
compliance

Councils are required by the Act to develop a Gender Equality Action Plan every 4 years and to conduct Gender Impact Assessments
on new policies, programs and services (as well as those up for review) that have a direct and significant impact on the public.



Gender Equality Action Plan (GEAP) 2021 — 2025

Strathbogie Shire Council is developing their first Gender Equality Action Plan (GEAP) with strategies and measures to be created
under the 7 workplace gender equality indicators:

Indicator 1: Gender composition at all levels of the workforce

Indicator 2: Gender composition of governing bodies

Indicator 3: Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender
Indicator 4: Sexual harassment in the workplace

Indicator 5: Recruitment and promotion practices in the workplace

Indicator 6: Availability and utilisation of terms, conditions and practices relating to family violence leave, flexible working
arrangements and working arrangements supporting workers with family or caring responsibilities

¢ Indicator 7: Gendered work segregation in the workplace

People & Culture have recently completed a Gender Audit to assess where we currently are with the above indicators and to help
develop strategies and measures for our Action Plan based on these results.

The Gender Audit was broken into two types of data:
N  Workforce Data — this was data that People & Culture already had regarding our workforce.
Workforce data will be represented with the icon on the left.

° o Employee Experience Data — this was retrieved from the People Matter Survey that the organisation was invited to complete
%@ in June 2021. 60% of our organisation completed this survey.
Employee experience data will be represented the icon on the left.

We need everyone’s input to ensure we are capturing views from across the entire organisation to create meaningful actions that will
lead to positive change.

Before you review the results of our Gender Audit, please note that there are areas where we have gaps in our data and the People
& Culture Team are developing processes to ensure we capture this data to be used in our future action plans.

One area where we lack information is intersectional data (including Aboriginality, disability, ethnicity, gender identity, race, religion,
sexual orientation and other attributes). The Gender Equality Act 2020 outlines that gender inequality may be compounded by other
forms of disadvantage or discrimination that a person may experience based on intersectional attributes.

2



Indicator 1:
Gender composition at all levels of the workforce

Women are often underrepresented in leadership roles, and overrepresented in lower level roles. This contributes to the gender pay
gap and means that organisations may be missing out on the expertise and skills of women at senior levels.

By collecting and reporting data on gender composition at all levels, organisations can see where they could benefit from greater
gender diversity and take action to support women into senior roles.



Gender breakdown across Organisation

m Males = Females
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Workforce Composition by Gender and Contract Type
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Workforce Compostion by Age
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Workforce Compostion by Age and Gender
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Indicator 2:
Gender composition of governing bodies

o900
7N\

Boards, councils, committees of management and other governing bodies make important decisions about finances and strategy. It's
important that governing bodies have diverse voices at the table.

For local councils, the governing body as defined in the Act is comprised of the Mayor and Councillors. We acknowledge that councils
do not have control over the gender composition of the group of Councillors, as they are democratically elected.

Consistently collecting and reporting this data will help ensure more gender-balanced boardrooms.
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Gender Compostion of Governing Body

m Male = Female




Indicator 3:
Equal remuneration for work of equal or comparable
value across all levels of the workforce, irrespective
of gender

The gender pay gap is persistent in Victoria and as at November 2019 stands at 9.6%. In the Victorian public sector it is 10%.

The gender pay gap is driven by several factors, including the unequal distribution of unpaid care work, higher rates of pay in male-
dominated industries, and gender discrimination.

By collecting and reporting pay data, organisations can see where pay gaps are largest and identify the underlying causes.
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Pay Gap as Percentage for Women
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*Median is the middle value in the list of numbers & Mean is the average — all values added up and divided by the number of employees

Women are paid more than men across all employment types of our organisation




Pay Gap as Percentage for Women
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Women are paid more than men at an Employee, Team Leader and Manager level, but less at a Coordinator and Executive Level
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Pay Gap for Women by Age and Employment Status
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Indicator 4:
Sexual harassment in the workplace

Sexual harassment in the workplace is common in Australia, including Victoria. It causes financial, psychological, and physical harm
to victim survivors. It also has a significant economic cost to organisations and the community.

Often, victim survivors don’t make a formal report of their experience of sexual harassment. Barriers to reporting include fear of
reprisals or other negative consequences, lack of confidence in the reporting system, and a limited understanding of what sexual
harassment is.

By consistently collecting and reporting data on workplace sexual harassment, organisations will be more transparent and
accountable to employees and the community. This will build confidence to report experiences of sexual harassment.
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N Please note we currently have no data for this indicator. As an action in our Gender Equality Action Plan (GEAP) we will
need to look at how to obtain this data in the future

o_0
.&. 6% of respondents experienced sexual harassment within the last 12 months. The state average across local government was 7%.

During the last 12 months in your current organisation, have you experienced any of the following behaviours at
work?
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18% of respondents have witnessed negative behaviours within the last 12 months.
The state average across local government was 22%.

During the last 12 months in your current organisation, have you witnessed
any of the following negative behaviours at work?
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Indicator 5:
Recruitment and promotion practices in the
workplace

Gender bias and gender stereotypes can influence recruitment, promotion and career progression practices. This means that women
may not have access to the same career opportunities as men. Other forms of disadvantage and discrimination can also have an
impact, limiting career opportunities for women from different backgrounds, such as women with disability or older women.

Data on recruitment and promotion outcomes can show where women’s careers are stalling and help identify strategies to create
more equal opportunities.
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N This refers to any employees who had completed training and was recorded on HR personnel file. There may be some gaps in the data
if employees haven’t advised HR of training or webinars they attended.

Career Development Opporunities
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N This refers to any employees who had completed training and was recorded on HR personnel file. There may be some gaps in the data
if employees haven’t advised HR of training or webinars they attended.

Career Development across Levels and Employment Type
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This refers to any employees who had completed training and was recorded on HR personnel file. There may be some gaps in the data

if employees haven’t advised HR of training or webinars they attended.
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Secondments across Workforce
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Senior leaders actively support diversity and inclusion in the

workplace
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h&& There is a positive culture within my organisation in relation to employees
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There is a positive culture within my organisation in relation to employees of different age
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There is a positive culture within my organisation in relation to
employees of different sexes/genders
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There is a positive culture within my organisation in relation to employees who are
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There is a positive culture within my organisation in relation to employees with disability
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0% 0% 23% 43% 29%
1% 3% 18% 42% 24%

Don't Know

5%
12%
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60%

50%

40%

30%

20%

10%

0%

mm Strathbogie

= All Councils

Cultural background is not a barrier to success in my organisation

— —
Neither agree nor
Str disagr Di Al St I Don't K
ongly disagree isagree disagree gree rongly agree on't Know
0% 1% 16% 56% 26% 1%
1% 5% 15% 49% 25% 5%
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60%

50%

40%

30%

20%

10%

0%

mm Strathbogie

w A || Councils

Strongly disagree

0%
2%

Disability is not a barrier to success in my organisation

Neither agree nor

Disagree disagree Agree Strongly agree Don't Know
3% 22% 52% 21% 3%
7% 23% 41% 18% 9%
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60%

50%

40%

30%

20%

10%

0%

= Strathbogie

= Al Councils

Strongly disagree

0%
2%

Gender is not a barrier to success in my organisation

Neither agree nor

Disagree disagree Agree Strongly agree Don't Know
6% 16% 48% 30% 0%
7% 14% 47% 27% 2%




60%

50%

40%

30%

20%

10%

0%

mmmm Strathbogie

== All Councils

Sexual orientation is not a barrier to success in my organisation

|
) ) Neither agree nor .
Strongly disagree Disagree disagree Agree Strongly agree Don't Know
0% 1% 18% 48% 31% 1%
1% 2% 16% 47% 27% 7%
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Responses across Equal Employment Opporunity areas
60%
50%
40%
30%
20%
0% - I ™~ | I - I 1
] ) Neither agree nor
Strongly disagree Disagree disagree Agree Strongly agree Don't Know
W Age 1% 8% 18% 49% 23% 0%
B Aboriginality 0% 0% 23% 43% 29% 5%
M Cultural Background 0% 1% 16% 56% 26% 1%
1 Disability 0% 3% 22% 52% 21% 3%
B Gender 0% 6% 16% 48% 30% 0%
m Sexual Orentation 0% 1% 18% 48% 31% 1%
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My organisation makes fair recruitment and promotion decisions, based on merit

45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

mmmm Strathbogie

= All Councils

Strongly disagree

4%
7%

Disagree

16%
12%

Neither agree nor

Agree Strongly agree
disagree g gly ag
23% 32% 22%
23% 38% 16%

Don't Know

3%
5%




| am satisfied with the way my learning and development needs have been addressed

60%

50%

40%

30%

20%

10%

0%

mmmm Strathbogie

= All Councils

Strongly disagree
4%
5%

in the last 12 months

Disagree Neither agree nor disagree Agree Strongly agree
23% 13% 45% 10%
14% 21% 44% 16%
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45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

mmm Strathbogie

= A |l Councils

| feel | have an equal chance at promotion in my organisation

Strongly disagree Disagree Neither agree nor Agree Strongly agree
g g g disagree & gly ag
4% 18% 27% 39% 12%
7% 17% 25% 38% 13%
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50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

mmmm Strathbogie

== A |l Councils

There are adequate opportunities for me to develop skills and
experience in my organisation

Neither agree nor

Strongly disagree Disagree disagree Agree
4% 16% 19% 47%
4% 15% 19% 45%

Strongly agree

14%
17%
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M Learning and Development needs met

m Equal chance of promotion

m Opportunity to develop skills

60%

50%

40%

30%

20%

10%

0%

Responses across Learning & Development areas

Strongly disagree Disagree Neitl:;ia;'aaggrreeee ner Agree Strongly agree
4% 23% 13% 45% 10%
4% 18% 27% 39% 12%
4% 16% 19% 47% 14%
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13% of respondents experienced bullying within the last 12 months. The state average across local government was 16%.

6%
6%

During the last 12 months in your current organisation, have you
personally experienced bullying at work?

90%

80%

70%

60%

50%

40%

30%

20%

10%

Yes but not currently Yes and currently
S L No Not sure
experiencing it experiencing it

mmmm Strathbogie 9% 4% 81%
s A || Councils 11% 5% 78%




35%

30%

25%

20%

15%

10%

5%

0%

mmm Strathbogie

= A || Councils

How often have you experienced bullying?

At least once a day Once a week Once a month Less than once a month
10% 30% 30% 30%
8% 21% 21% 32%
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80%
70%
60%
50%
40%
30%
20%
10%

0%

s Strathbogie

s A\ || Councils

Verbal abuse

30%
21%

What type of bullying did you experience?

Exclusion or
isolation

40%
46%

Being assigned
Intimidation meaningless
and/orthreats = tasks unrelated
to the job
60% 20%
33% 16%

Incivility (e.g.
o Withholding talking dowQ to Interference
Being given ) others, making with my
) : essential )
impossible ) ) demeaning personal Other
) information for
assignment(s) ) remarks, not  property and/or
me to do my job _ ) )
listening to work equipment
somebody)
30% 20% 60% 10% 40%
14% 33% 68% 5% 20%
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45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

s Strathbogie

== Al Councils

Which of the following best describes the person(s) who bullied you?

A more senior My immediate
manager than my manager or
manager supervisor
20% 10%
30% 35%

Colleague Group of colleagues Client/ customer/ Member of the A volunteer with my
e P e patient/ stakeholder public organisation
30% 10% 10% 20% 10%
38% 13% 6% 7% 1%
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100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

mmmm Strathbogie

s A || Councils

Submitted a
formal
complaint

40%
13%

Did you tell anyone about the bullying?

Told a
colleague

30%
40%

Told a
manager

90%
47%

Told Human Told a frl_end Told someone I did not tell
or family anyone about
Resources else i
member the bullying
40% 30% 10% 10%
19% 38% 14% 12%

Told the
person the
behaviour
was not OK

30%
17%
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Were you satisfied with the way your formal complaint was

70%

60%

50%

40%

30%

20%

10%

0%

mmm Strathbogie

s A || Councils

Yes
50%
24%

handled?

Don't know
25% 25%
61% 15%




70%

60%

50%

40%

30%

20%

10%

0%

s Strathbogie

= All Councils

Why you did not submit a formal complaint?

| believed there | believed there et - Ilign't nesd t l thogght the
. ) | didn't think it becausel no complaint process L L
would be negative would be negative I didn't know who | didn't feel safe to
would makea  longer had contact would be o Other
consequences for consequences for ) ) ) totalkto report the incident
mv reputation My career difference with the person(s) embarrassing or
yrep v who bullied me difficult
33% 67% 50% 17% 17% 17% 50% 67%
56% 45% 49% 8% 16% 6% 22% 14%
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‘&a 6% of respondents experienced discrimination within the last 12 months. The state average across local government was

7%.
During the last 12 months in your current organisation, have you
personally experienced discrimination at work?
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0% —
Yes Not sure
m Strathbogie 6% 91% 3%
s All Councils 7% 84% 9%
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My organisation takes steps to eliminate bullying, harassment and discrimination

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0% I

Neither agree nor
disagree

Strongly disagree Disagree Agree Strongly agree Don't Know

mmmm Strathbogie 1% 10% 18% 45% 25% 0%
= A || Councils 5% 9% 17% 45% 21% 2%
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Indicator 6:

Availability and utilisation of terms, conditions and practices
relating to family violence leave, flexible working
arrangements and working arrangements supporting
workers with family or caring responsibilities

,ﬁj

Flexible working arrangements and leave entitlements including parental leave help Victorians of all genders balance paid work with
other responsibilities. But structural and cultural factors mean women are far more likely than men to work flexibly, especially by
working part time, and taking longer parental leave. On average women do nearly twice as much unpaid work as men.

It's important that defined entities collect clear data on who is accessing flexible work so they can see what extra support might be
needed. By encouraging more men to work flexibly and take leave to care for children or others, organisations can contribute to a
more equal gender balance in unpaid work.
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Workforce on Flexible Working Arrangements

m On Flexible Working Arrangements = Not on Flexible Working Arrangement




Flexible Work Arrangements across Workforce

Employee (Female)
Employee (Male)
Team Leader (Female)
Team Leader (Male)
Coordinator (Female)
Coordinator (Male)
Manager (Female)
Manager (Male)

Executive (Female)

Executive (Male)

0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00% 80.00% 90.00% 100.00%

B On Flexible Working Arrangements H Not on Flexible Working Arrangement
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80.00%

70.00%

60.00%

50.00%

40.00%

30.00%

20.00%

10.00%

0.00%

m Male

® Female

Working
more hours
over fewer

days

0.00%
0.00%

Senior Leaders using Flexible Working Arrangements

Does not use

Flexible start Using leave to
i Worki - Purch f th
and finish Working or !ng part Shift swap Jobsharing = Study leave fifciased work flexible anyvo these
] remotely time leave flexible work
times hours
arrangements
0.00% 25.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 75.00%
23.08% 30.77% 0.00% 0.00% 0.00% 0.00% 23.08% 7.69% 15.38%
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Employee (Female)
Employee (Male)
Team Leader (Female)
Team Leader (Male)
Coordinator (Female)
Coordinator (Male)
Manager (Female)
Manager (Male)
Executive (Female)

Executive (Male)

0.00%

Parental Leave Across the Workforce

10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00% 80.00% 90.00% 100.00%

m Taken Parental Leave m Not Taken Parental Leave
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Average number weeks of Paternal Leave Taken

Female

Male

0 2 o 6 8 10 12 14

m Average number weeks of paid weeks taken m Average number weeks of unpaid leave taken

16

18

There were no exits recorded during Parental Leave
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Do you access Flexible Working Arrangements?

mYes m No
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50%

30%

20%

10%

B Types

Shift swap

1%

Types of Flexible Working Arrangements accessed

Working more

hours over fewer Fle)f'b.le st.art A Part-time
finish times
days
6% 39% 25%

Job sharing

3%

Study leave

1%

Purchased leave

5%

[E—
Working froman
Using leave to alternative
work flexible location (e.g. Other
hours home, hub/shared
work space)
16% 52% 1%
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70%

60%

50%

30%

20%

10%

Physical modifications
or improvements to the
workplace

6%

Have you requested any of the following adjustments at work?

Flexible working
arrangements

27%

Job redesign or role
sharing

0%

Accessible
communications
technologies

4%

Career development Other No, | have not
support strategies requested adjustments
5% 1% 65%
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50%

45%

35%

30%

25%

20%

15%

10%

5%

%

Caring responsibilities
26%

Disability
7%

Why did you make the adjustment request?

Family responsibilities
44%

Health
22%

Study commitments
15%

Work-life balance
41%

Other
11%
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What was your experience with making the request?

» The adjustments | needed were made and the process was satisfactory
= The adjustments | needed were made but the process was unsatisfactory
= The adjustments | needed were not made




C )
Do you have responsibility for caring for any of the following people?
50%
45%
40%
35%
30%
25%
20%
15%
10%
) I I . I I I
0% Child d P h .
ild(ren) - Preschool aged = Primary school SOCONGHY Person(s) with erson(s) with a Person(s) witha  Frail or aged None of the
younger than child(ren) ed child(ren) school aged disabilit Mmecical mental illness rson(s) Othier above Frefer ok to sy
preschool age % child(ren) v condition pe
% 9% 8% 18% 23% 5% 9% 8% 9% 4% 45% 9%
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mmmm Strathbogie
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60%

50%

40%

30%

20%

10%

0%

In my workgroup work is allocated fairly, regardless of gender

Strongly disagree

0%
2%

Neither agree nor

Disagree disagree Agree Strongly agree
3% 8% 42% 48%
6% 11% 44% 38%
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70%

60%

50%

40%

30%

20%

10%

0%

mmmm Strathbogie

== A || Councils

My organisation uses inclusive and respectful images and language

[
Neith
Strongly disagree Disagree © d?;aaggrr;e ner Agree Strongly agree Don't Know
1% 0% 16% 61% 22% 0%
1% 3% 13% 56% 26% 1%
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My organisation would support me if | needed to take family violence leave

60%

50%

40%

30%

20%

10%

0%

= Strathbogie

s A |l Councils

Strongly disagree

0%
0%

Disagree

1%
1%

Neither agree nor

disagree Agree Strongly agree Don't Know
4% 39% 53% 39%
7% 43% 42% 7%

86




Strongly disagree Disagree disagree Agree Strongly agree
W Workload allocation 0% 3% 8% 42% 48%
m Respectful language and images 1% 0% 16% 61% 22%
m Family Violence Leave 0% 1% 4% 39% 53%

Responses across Gender Equality Support Measures

70%
60%

50%

40%
30%
20%
0% - [ - . ]

Neither agree nor

Don't Know

0%
0%
3%
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60%

50%

40%

30%

20%

10%

0%

mmmm Strathbogie

=== Al Councils

Having caring responsibilities is not a barrier to success in my organisation

Neither agree nor

Strongly disagree Disagree disagree Agree Strongly agree
0% 4% 16% 55% 25%
3% 8% 19% 45% 18%

—
Don't Know
1%

7%
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60%

50%

40%

30%

20%

10%

0%

= Strathbogie

s A || Councils

Having family responsibilities is not a barrier to success in my organisation

Neither agree nor

Strongly disagree Disagree disagree Agree Strongly agree
0% 4% 13% 55% 29%
3% 9% 16% 47% 20%

Don't Know

0%
5%
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60%

50%

40%

30%

20%

10%

0%

I Strathbogie
s A || COUNCilS

Using flexible work arrangements is not a barrier to success in my organisation

—/
Strongly disagree Disagree Neither agree nordisagree Agree Strongly agree Don't Know
1% 5% 14% 49% 30% 0%
4% 11% 19% 43% 18% 5%




| am confident that if | requested a flexible work arrangement, it would be given due

50%

45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

s Strathbogie

s A || Councils

Strongly disagree

consideration

Neither agree nor disagree Agree Strongly agree
9% 47% 40%
12% 45% 30%




60%

50%

40%

30%

20%

10%

0%

s Strathbogie

= A |l Councils

| have the flexibility | need to manage my work and non-work activities and
responsibilities

Strongly disagree Disagree Neither agree nor disagree Agree Strongly agree
1% 3% 5% 53% 38%
3% 7% 10% 50% 30%
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60%

50%

40%

30%

20%

10%

0% —
Strongly disagree
s Strathbogie 0%

s A || Councils 1%

My organisation supports employees with family or other caring responsibilities,

regardless of gender

Disagree Neither agree nor disagree Agree Strongly agree
1% 9% 49% 40%
1% 12% 52% 30%
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There is a positive culture within my organisation in relation to employees who have caring

70%

60%

50%

40%

30%

20%

10%

0%

s Strathbogie

s A\ || Councils

Strongly disagree

0%
2%

I
Disagree
1%
7%

responsibilities

I
Neithgr agree nor Agree Strongly agree Don't Know
disagree
14% 62% 21% 1%
17% 49% 19% 6%
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70%

50%

30%

20%

10%

0%

mmm Strathbogie
s All Councils

There is a positive culture within my organisation in relation to employees who have family
responsibilities

I
Strongly disagree Disagree Neither agree nordisagree Agree Strongly agree
0% 1% 12% 60% 26%
2% 7% 15% 51% 20%

I
Don‘t Know

1%
4%
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-
There is a positive culture within my organisation in relation to employees who use
flexible work arrangements
60%
50%
40%
30%
20%
10%
0% Neither agree nor
Strongly disagree Disagree disagree Agree Strongly agree Don't Know
s Strathbogie 0% 5% 12% 57% 25% 1%
Al Councils 3% 10% 18% 47% 18% 4%

96




70%

50%

30%

20%

10%

m Caring responsibilities not a barrier
m Family responsibilities not a barrier
M Flexible work arranegements not a barrier
Flexible work arrangements given consideration
m Flexibility for work and non-work
m Support for family or caring responsibilities regardless of gender
m Positive culture to employees with caring responsibilities
m Positive culture to employees with family responsibilities

m Positive culturein relation to fiexible work arrangements

Responses across Workplace Flexibility areas

Strongly disagree

FRRR2 R

Disagree
4%
4%
5%
3%
1%
1%
1%
1%
5%

Neither agree nordisagree

16%
13%
14%
9%

9%

9%

14%
12%
12%

Agree
55%
55%
49%
47%
49%
49%
62%
60%
57%

Strongly agree
25%
29%
30%
40%
40%
40%
21%
26%
25%

Don'tKnow
1%
0%
0%
0%
0%
0%
1%
1%
1%
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Indicator 7:
Gendered work segregation in the workplace

Women make up a higher proportion of certain occupations and industries, while men are more represented in others. This gendered
segregation is driven by gendered norms and stereotypes about what work is appropriate for men and women, as well as structural

factors including access to flexible working arrangements. Gendered workforce segregation reinforces gender inequality and widens
the pay gap, as the average pay is lower in industries and occupations dominated by women.

Organisations can use data on their workforce composition to see which roles and areas have more women or more men, and
consider how to achieve better gender diversity.
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35.00%

30.00%

25.00%

20.00%

15.00%

10.00%

5.00%

0.00%

m Managers

H Professionals

m Technicians and Trades Workers
Community and Personal Service Workers

M Clerical and Administrative Workers

W Sale Workers

B Machinery Operators and Drivers

Hm Labourers
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ANZCO Codes by Gender

i | |__J

Female
8.90%
12.33%
2.05%
1.37%
16.44%
0.00%
0.00%
890%

Male
6.16%
4.79%
4.79%
0.68%
1.37%
0.00%
2.74%

29.45%




