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MESSAGE FROM THE MAYOR

[image: ]Being a female Mayor leading a Council with five women, alongside an organisation with a female CEO, fills me with pride. It is wonderful to think that young girls can see women like us in leadership positions and know the path is there – hopefully with fewer hurdles by the time they’re older. 
Australia’s latest annual report card on gender equality shows the under-representation of women in decision-making roles continues to be a concern. The national gender equity scorecard has some sobering statistics:
· Less than one-in-five CEOs are women
· 22 per cent of boards still don’t have a woman in the room
· Men are twice as likely to be highly paid than women
The total remuneration gender pay gap between men and women sits at 22.8 per cent - a take-home pay difference of almost $26,000 per year.
There were small improvements in the data, and it’s encouraging to see employers have increased their support in areas like flexible work, paid domestic violence leave and parental leave. I know these are three boxes that Surf Coast Shire Council has been ticking for its employees for quite some time but there is still work to be done to level the playing field.
Council’s goal to promote gender equality and diversity is supported by our Health and Wellbeing Plan, and now, through the development of this Gender Equality & Diversity Action Plan.
I commend the development of this plan and pledge my commitment to the goal of an inclusive and gender equal world for every person.
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Cr Libby Stapleton
Mayor Surf Coast Shire Council
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[image: ]I’m proud to lead an organisation that has already made such a difference to gender equality – from being the first public sector organisation in Australia to introduce family violence leave through to the work we do to promote inclusiveness and access for all. 
Often when we think about gender equality and diversity, we think about making the workplace more accessible. But the road to gender equality and diversity starts well before we get our first job. It starts at home and in our clubs and communities. It starts with what we teach our boys and our girls. It starts with the words they hear and the actions they see.
Local government provides an opportunity for women to address the challenges identified by women at a grass roots level – either as elected Councillors or as Council employees. Whether its child care places, flexible working arrangements, family-friendly events or gender equality and diversity in the workplace, local councils are a great barometer and example of what communities can look like. If we can make it happen within our organisation, we send a signal to everyone that it can be done.
At Surf Coast Shire Council as we’ve become more family friendly, we’ve seen more women put their hands up for roles. We’ve made jobs more accessible to more people, and we are more open to flexible working arrangements, job sharing, alternative working hours and part time work than ever before. And as we embrace more remote ways of working we anticipate this will provide more opportunities for women who are the primary care givers – and perhaps encourage more men to take the opportunity to be the primary carers for their children.
Removing barriers, whether they’re structural or cultural, is vital if we are to be serious about inclusion and equity. Equity of opportunity is a fundamental right and neither age, cultural background, gender identity, sexual orientation nor physical impairment should be barriers to participation.  Surf Coast Shire Council has a role to play as an employer and community leader. To this end we actively lend our voice to others through the support of awareness raising events such as IDAHOBIT Day, International Day of Disability, International Women’s Day and 18 Days of Activism and we are contributors and participants in panels, forums and committees at a local, regional and sector level. 
Whilst progress has been made, we still have some work to do to and this plan positions us well to continue that journey. I am confident that the commitments and actions outlined in the action plan will drive change in our attitudes, approach and behaviour to build a workforce that reflects the diversity of our community and to progress true equality for all.
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Robyn Seymour
Chief Executive Officer
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ACKNOWLEDGMENT OF COUNTRY
We Acknowledge the Wadawurrung People, and the Gulidjan and Gadubanud Peoples of the Maar nation, as the Traditional Owners and Protectors of the land we now call Surf Coast Shire. 
We acknowledge their Ancestors who cared for the land and waters for thousands of generations, the lands upon which we now work, live and play. We pay our respects to their Elders past, present and future; and we value their leadership and experience. 
We also acknowledge all other First Nations Peoples who are part of today’s Surf Coast Shire community.
We work – both internally within our organisation and externally with our community and partners – to promote gender equality and diversity and to dismantle systems and structures of inequality for all people. 
We understand that all forms of oppression are interlinked and that we cannot address gender inequality without also addressing racial inequality. 
We acknowledge that gender inequality may be compounded by other forms of disadvantage or discrimination that a person may experience based on their Aboriginality and that all forms of oppression intersect at many points.
We acknowledge the strong First Nations women leading the work to progress gender equality and diversity. 
We are committed to listening, learning, and working together to make a difference to intersectional inequality.
[image: ]It is our aim to contribute to a future of gender equality and diversity and freedom from violence for people and communities everywhere.
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Surf Coast Shire Council’s work is guided by overarching statements that articulate our organisational direction and purpose.
Purpose:	Surf Coast Shire Council exists to help our community and environment to thrive. 
Direction: 	Our organisation will be an innovative and flexible leader, and a constructive partner that values the strengths of others; a place where people can do their best and be proud of their achievements. 
[bookmark: _Toc99964367][bookmark: _Toc99964437][bookmark: _Toc99965408][bookmark: _Toc100129591][bookmark: _Toc100299968]Council will use this plan to support our direction where we value the strengths of others; a place where people can do their best. Our commitment to diversity and equality applies to anyone who works, or aspires to work, for Council.
Through the delivery of this plan we will continue to create a workplace which encourages and supports equity and fairness and eliminates all forms of discrimination, harassment and bullying, and to building a workforce that is representative of the Surf Coast Shire community it serves. It is a commitment to value the uniqueness of the many individuals who make up Council’s workforce, and to provide an environment in which all employees are able to contribute to our success irrespective of their differences
In our first Gender Equality & Diversity Action Plan (GEDAP) we have established four gender equality and diversity goals to help our employees and our community to thrive:  
· Improving our ability to attract and retain a workforce that reflects the diversity of our community through gender equal recruitment processes and people practices
· Increasing innovation and creativity from a diverse workforce where unique experiences and strengths  are welcomed and encouraged
· Enhancing employee wellbeing and performance through a  safe and inclusive culture that supports equity, diversity and respectful behaviour
· Eliminating gender-based pay gaps with equal remuneration for work of equal value
Our Gender Equality Action Plan is internally focussed yet builds on the commitment made to our community through Council’s Access & Inclusion Plan 2014-24 to build healthy, well-connected communities where everyone can participate. It recognises our existing programs, initiatives, achievements and documents and identifies new initiatives that will be implemented over a four-year period to meet our gender equality and diversity objectives.
We acknowledge that 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. For the purposes of this plan, this concept is referred to as “intersectionality”. 
The plan has been informed by the requirements of the Gender Equality Act 2020 and the Local Government Act 2020 and includes objectives, strategies and actions aligned to the Gender Equality Indicators prescribed in the Act.

ABOUT THE GENDER EQUALITY ACT
In 2020, the Victorian Government introduced new reforms through the Gender Equality Act which came into effect on March 2021. Public sector organisations – including local governments must begin reporting on what they are doing to meaningfully progress gender equality and diversity. The Act was introduced to support women and girls to be safer in their homes, workplaces, and communities.
From 31 March 2021, public sector organisations with 50 or more employees such as local councils, health services, universities and emergency services were required to begin reporting on what they are doing to meaningfully progress gender equality in their workplace. Policies, programs, or services seeking funding in Victorian budgets would also be subject to gendered analysis.
Ten Gender Equality Principles are listed in the Act (S6) and are the foundation upon which this plan is built. 
	Gender Equality Principles

	1. 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.

	2. Gender equality benefits all Victorians regardless of gender.

	3. Gender equality is a human right and precondition to social justice.

	4. Gender equality brings significant economic, social and health benefits for Victoria.

	5. Gender equality is a precondition for the prevention of family violence and other forms of violence against women and girls.

	6. Advancing gender equality is a shared responsibility across the Victorian community.

	7. 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.

	8. 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.

	9. Women have historically experienced discrimination and disadvantage on the basis of sex and gender.

	10. Special measures may be necessary to achieve gender equality.



In reading this action plan it is important to understand the difference between equality and equity and the relationship between the two in the context of this plan. 
[bookmark: _Toc100299969]WHAT IS GENDER EQUALITY?
[bookmark: _Toc99964373][bookmark: _Toc100299970]Equity vs Equality
Gender equity is the process of being fair to women and men by recognising diversity and disadvantage and directing resources accordingly to create equal outcomes. Equity denotes the series of actions needed to be taken before equality can be achieved. Gender equality, the absence of discrimination based on one's gender, is attained through gender equity. By acknowledging the cultural, social and economic factors that disadvantage women, gender equitable policies can be supported by allocating extra resources and targeted policies to bridge the gap in order to achieve equality.
It is important to remember that Gender Equality does not mean erasing gender differences, but that people’s rights, responsibilities and opportunities are not dependent on their gender.
[image: ]
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By acknowledging the cultural, social and economic factors that disadvantage women, gender equitable policies can be supported by allocating extra resources and targeted policies to bridge the gap in order to achieve equality.
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[bookmark: _Toc99964374][bookmark: _Toc100299972]Gender Impact Assessments
In addition to this Gender Equality Action Plan, the Act requires organisations to consider and promote gender equality. One way in which Councils will be doing this is to undertake Gender Impact Assessments (GIAs) on any policies, programs and services which have direct and significant impact on community.
[bookmark: _Toc99964375][bookmark: _Toc100299973]What are GIAs?
Gender Impact Assessments are a tool used to help us critically think about how our policies, programs and services will meet the different needs of women, men and gender diverse people. 
The tool helps us to assess how our policies, programs and services are likely to be experienced differently by people of different genders, and supports us to consider these experiences to create better and fairer outcomes and ensure all people have equal access to opportunities and resources. 
[bookmark: _Toc99964376][bookmark: _Toc100299974]How will Council be using GIAs?
We will be conducting Gender Impact Assessments on all new and up for review policies, programs and services that have a direct and significant impact on our community. 
We will be working across Council to ensure that we are being proactive in advancing gender equality and creating an inclusive, safe and welcoming environment for everyone in our community.
OTHER IMPORTANT INPUTS TO EQUALITY
Council works with many parts of our community to understand issues from the perspective of people with a lived experience. We have a number of ways to engage with sections of our community including People with a Disability, young people, older people, children and families and members of the LGBTIQ+ community. 
This plan focusses on gender equality and diversity; we know that intersectionality (inequality compounded by many factors) can be a significant issue for many members of our workforce and community. We will continue to engage with these sections of our community to understand the issues and inform our work to help bring about gender equality and diversity. Delivering GIAs and engaging with members of our community, will help inform how we deliver a number of actions described later in this plan. 



THE CASE FOR CHANGE
Building a workplace where “we value the strengths of others; a place where everyone can do their best and be proud of their achievements”, remains everyone’s responsibility, at all levels and in all Council workplaces. 
Our obligations according to the Gender Equality Act 2020 are clear. We are required to promote gender equality by conducting intersectional gender analysis on the programs, policies and services we deliver that have a direct and significant impact on the public.
We also have an obligation to make reasonable and material progress toward workplace gender equality indicators.
Improving gender equality and diversity requires a long-term focus. Despite the progress made to date and the focus that has been applied important gender gaps remain. Progress and real change will take time, particularly where there is a need to shift behaviour, bias and attitude. 
Ongoing development, monitoring and evaluation of this plan is important in:
· Understanding what is and isn’t working
· Exploring ways in which Council can do things differently
· Identifying the impact that investment of resources is having on equality and diversity
· Creating opportunities to innovate and adapt to address diversity.
· Acknowledging and reporting achievements to stakeholders
OUR JOURNEY TO DATE
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[bookmark: _Toc100299975]HOW DID WE DEVELOP THIS PLAN?
Council’s Gender Equality Action Plan was developed in consultation with key internal and external stakeholders. 
Our process included:
· A review of Council’s existing policies, plans and procedures relating to gender and diversity
· Analysis of our existing workforce profile as part of the Workforce Data Audit submitted to the Commission for Gender Equality
· Analysis of the VAGO Sexual Harassment survey completed by employees
· Discussions and workshops with employees
· Facilitation and analysis of employees responses to the Victorian Public Sector People Matter Survey
· Consultation with relevant internal diversity and inclusion subject matter experts including Council’s Gender Equity Working Group
· Participation in Women’s Health and Wellbeing Barwon South West regional gender equity network;
· Engaging in a number of forums, workshops and training sessions hosted by the Commission
· Completing industry and market research with particular reference to the Surf Coast
· Benchmarking with other councils
· Community demographics and diversity profile and
· [image: ]Developing objectives, strategies and actions in consultation with Councillors and employees


The table below shows the stakeholders consulted and engaged, and the approaches we used.
	Who we consulted
	How

	Employees
	· 122 employees participated in the VPSC People Matter Survey
· 84 employees participated in a series of in person workshops to develop the objectives, strategies and actions. Participants were presented with the data from the audits and surveys and asked a series of provoking questions to stimulate discussion on each of the Gender Equality Indicators
· 117 employees completed the VAGO Sexual Harassment Audit
· Gender Equality working group
· Communication via Intranet and Weekly Bulletin by People and Culture and CEO on topics relating to diversity and equality including sexual harassment

	Councillors
	· Councillor briefing regarding introduction of Act and our requirements
· Induction training -  giving effect to gender equity and diversity
· Consultation and discussion regarding objectives for composition of governing body

	Executive & Leadership Cohorts
	· Updates and awareness of Act requirements and plan development
· Development of the Strategic Workforce Plan was completed in the late part of 2021 – this plan gives reference to Gender Equality and was endorsed by the Executive Management Team
· Leaders encouraged employee participation in surveys and participated themselves
· Participation in workshops to develop actions
· Executive Management Team will provide oversight for the implementation of the action plan
· Findings from the People Matter and VAGO surveys were communicated across the organisation, utilising a top-down approach, with results being shared with our Executive Management Team before sharing with leadership teams, employees and Councillors

	Employee Representatives
	· Updates were provided to the Consultative Committee including union delegates and union representatives relating to the development of the plan and consultation that was being undertaken





[bookmark: _Toc100299976]CHALLENGES
[bookmark: _Toc99964368][bookmark: _Toc99964438][bookmark: _Toc100299977]Data Capture
We have identified some key data gaps, which have prevented in-depth analysis of intersectionality. This is due to a lack of system capability to capture, record and report on the data required to conform to the reporting requirements of the Gender Equality Act. We are currently investigating a Human Resources Information System (HRIS) and anticipate making a decision on implementation in mid-2022. In the meantime, manual processes are being developed to capture the required data to enable reporting in future years.
[bookmark: _Toc99964369][bookmark: _Toc100299978]Survey Participation Rates
In total 122 employees and Councillors completed the VPSC People Matter Survey (PMS). From a total population size of 480 this provides a 95% confidence rating of these results +/- 8%. And so, we should not rely solely on the data from the PMS, rather it should be used as an indicator to correlate with and inform other data sources and inputs including employees consultation activities.
Due to small response rates from particular cohorts, we are unable to report and confidently analyse feedback relating to gender diverse people, First Nations People, people living with disabilities and people from diverse ethnic and cultural backgrounds.
[bookmark: _Toc99964370][bookmark: _Toc100299979]Access to information
Learning and development opportunities are captured at an individual level in a variety of ways and not all are tracked, for example, opportunities to work on projects for development purposes. Multiple systems exist for recording information such as performance plans in our performance management system Cambron, online learning in our learning management system Litmos and external training attendance recorded in Excel spreadsheet format. This makes collating information and analysing the data particularly difficult and the reliability is not strong. 
Flexibility arrangements are also difficult to track and to define. Given that most office based employees were working from home during this reporting period as a consequence of the COVID-19 pandemic, flexibility rates may be over stated in this plan.




[bookmark: _Toc100299980]RESOURCES AND RESPONSIBILITIES
Whilst all Council employees have responsibility for applying the principles of Workplace Diversity, the People and Culture department will oversee the implementation and review of this Commitment. 
The GEDAP will be resourced by existing employees with the work from this plan prioritised accordingly as part of their substantive roles.
Council’s People and Culture team will lead the implementation of the GEDAP including embedding the identified actions into our systems and ways of working. The Human Resources team of HR Business Partners will work collaboratively across the organisation with all divisions to progress the objectives of the plan at a team level.
Embedding Gender Impact Assessments (GIAs) will require specific resourcing until mid-2023 for training and capacity building and, where necessary, engaging external consultants via the Gender Equality Commission Public Sector (GECPS) panel of providers. The GECPS panel provides services to assist with training and the execution of GIAs. A grant application has been made to the MAV Free from Violence program for funding of an officer for three years. At the time of writing we had not received an update on our applications status. If successful, this funding will be used to employ an officer to continue to progress the actions of this plan.
The following roles will support implementation of Council’s Gender Equality Act obligations:
	Role
	Responsibility

	Executive Management Team
	· Oversight of the development of the plan and its objectives to progress gender equality and diversity
· Ensure aims of our GEDAP are considered in strategies and policies endorsed by EMT
· Provide oversight that GIAs are undertaken on all relevant programs, policies and services

	Manager People & Culture
	· Oversight of organisational objectives, strategies and actions to implement this plan to embed diversity and inclusion into our workplace culture
· Reporting on the outcomes of the plan to the Executive Management Team and Council 

	Manager Community Support
	· Oversight of GIAs relating to community programs and policies
· Reporting on progress of GIA’s to the Executive Management Team and Council annually

	Coordinator Human Resources
	· Development, review and maintenance of Council’s HR policies 
· Building the capacity of the organisation to create a safe and inclusive workplace

	Coordinator Community Health & Development
	· Implementation of GIAs and embedding the GIA process into our organisational practices

	Learning & Development Advisor
	· Sourcing, development and coordination of training requirements  identified throughout this plan

	Health & Wellbeing Advisor
	· Work with key internal stakeholders to build capacity in undertaking GIAs and conduct GIAs on programs, policies and services

	Human Resources Advisors
	· Work with key stakeholders to ensure that our gender equality & diversity action plan is successfully implemented and to build capacity in gender & diversity inclusion & understanding


[bookmark: _Toc100299981]
WORKPLACE GENDER EQUALITY INDICATORS
[bookmark: _Toc99964377][bookmark: _Toc100299982]What are the workplace gender equality indicators?
The Gender Equality Act 2020 sets out seven workplace gender equality indicators. They represent the key areas where workplace gender inequality persists – and where progress towards gender equality must be demonstrated.
Council is required to collect and report data against these indicators through a workplace gender audit and is required to make reasonable and material progress in relation to the workplace gender equality indicators which are:
· gender composition at all levels of the workforce
· gender composition of governing bodies
· gender pay equity 
· workplace sexual harassment
· recruitment and promotion
· gendered work segregation
· leave and flexibility
We recognise that the gender equality and diversity journey will be one of continuous learning and improvement. 
Based on the data available to us at the beginning of 2022 we recognise that we have a number of opportunities for improvement– these are included in this plan and are aligned to the gender equality indicators. Their inclusion demonstrates our commitment to making these improvements. 
	
	Gender Equality Indicator
	Objectives*

	Indicator 1
	Gender composition of the workforce
	1.1 A gender equitable composition of the workforce that is reflective of the diversity of our community
1.2 Embrace diversity and be responsive to the needs and aspirations of people who experience intersectional discrimination or exclusion

	Indicator 2
	Gender composition of the governing body
	2.1 A gender balanced Council 
2.2 Community & Sector Leadership in gender and intersectional diversity

	Indicator 3
	Gender pay equity
	3.1 Eliminate gender pay gaps (like-for-like, by level and organisational wide)

	Indicator 4
	Workplace sexual harassment
	4.1 A workplace free from bullying, harassment & discrimination

	Indicator 5
	Recruitment & Promotion
	5.1 A workplace where we value and embrace the unique strengths and talents of each individual

	Indicator 6
	Gender Segregation
	6.1 A culture of inclusion and equality

	Indicator 7
	Leave and Flexibility
	7.1 A place that enabled people to do their best


*Refer to each indicator for details relating to the strategies planned against each objective
Our planned strategies and actions will help us map a path to strengthening intersectional gender equality and inclusion in our workforce. Care has been taken to align the strategies, actions and measures with work already underway.
[bookmark: _Toc100299983]INDICATOR 1: GENDER COMPOSITION 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, we can see where we can benefit from greater gender diversity and take action to support women into senior roles.
[bookmark: _Toc99964378][bookmark: _Toc100299984]Analysis and Insights
Women account for the majority of employees within local government in Victoria however there is a disproportionate representation of women in senior leadership roles and within council chambers. While more than half of the local government sector workforce is female, only one third of directors and managers are women, including 30 per cent of chief executives. This is addressed in Indicator 6: Gender segregation
Our gender composition is strongly influenced by the type of work and services we provide. As we deliver over 100 different services, our employees work in industries that are highly gendered. In turn, our approach to family friendly working arrangements attracts a particular demographic to gendered roles. Women are less likely to work full time than men; one quarter of women work full time compared to more than three quarters of men. Despite having made some progress in targeted areas over the years, these patterns remain largely entrenched and are difficult to shift. There is strong support amongst employees to establish targeted programs to attract women into our traditionally male-gendered roles such as Civil Operations, Parks and Ranger Services and likewise to attract men to female-gendered roles such as Early Years and Customer Service or Admin roles.
[bookmark: _Toc99964379][bookmark: _Toc99964449][bookmark: _Toc99965430][bookmark: _Toc100129613][bookmark: _Toc100299985]“Employ more diversity into traditionally male dominated roles like in Engineering Services, the Depot, the Waste team and facilities management, actively recruit and reserve positions for women, LGBTQI, Aboriginal and Torres Strait islander peoples for these roles”
Council has a greater concentration of women in lower level roles than men with men more likely to be represented in the top and mid-levels than the lower levels of the reporting hierarchy. (Appendix 1, Figure 1d). Whilst women are well-represented amongst our Councillors, and in our workforce overall, opportunities exist to encourage greater participation of women in leadership roles. Analysis of Council’s workforce identifies the number of women in leadership has not changed in recent years, despite career development opportunities, learning and development activities and an overall higher ratio of women than men. 
Council’s responses to the People Matter Survey are higher than the general local government sector across all of the sub-factors (except 1) relating to gender composition of the workforce  (Appendix 2, table 2.1.1)  However this overall response may mask a difference between the perceptions of men and women. 
Men appear to have a different experience of the sub-factors of gender composition compared with women in our organisation (Appendix 2, table 2.1.2). More Surf Coast employees agree that there is a positive culture in relation to employees of different sexes/genders compared with the sector. 
[bookmark: _Toc99964380][bookmark: _Toc100299986]Tenure
People tend to score their experience of gender composition less positively the longer they have been employed at Council (Appendix 2, table 2.1.4). This pattern is relatively consistent across each of the questions relating to Gender Composition. 
[bookmark: _Toc99964381][bookmark: _Toc100299987]Cultural diversity and FIRST NATIONS people
The cultural significance of First Nations People to our community and environment is significant and we acknowledge that First Nations People’s heritage, skills and knowledge are important in achieving our Purpose. Employees have identified areas for improvements particularly in relation to employees from an Aboriginal or Torres Strait Islander background and employees with disabilities. 
These two groups are not represented very strongly in our workforce at present and have been identified as areas of focused improvement.
[bookmark: _Toc99964382][bookmark: _Toc99964452][bookmark: _Toc99965433][bookmark: _Toc100129616][bookmark: _Toc100299988]“Our culture isn't bad but I don't think we actively try to ensure it is an inclusive and respectful workplace; it’s very homogenous”
192 people identified as Indigenous Australians in the 2016 ABS Census representing 0.6 per cent of the population in Surf Coast Shire. Despite this lack of information and low representation, we recognise that First Nations People are statistically amongst the most disadvantaged groups in Australia. We will build on our positive culture to improve the inclusion and representation of First Nations people, people from the LGBTIQA+ community; and people living with disabilities across our workforce.
[bookmark: _Toc99964383][bookmark: _Toc99964453][bookmark: _Toc99965434][bookmark: _Toc100129617][bookmark: _Toc100299989]“I think the organisation has an inclusive and respectful culture.”
Those employees who speak a language other than English report lower levels of agreement to the statements relating to gender composition than those who do not. This may indicate either a cultural acceptance issue or an interpretation issue. 
Fundamentally we need to build our cultural awareness and skills relating to First Nations culture to enable a workplace that supports a more diverse workforce. Actions relating to creating a culturally safe and aware workplace in order to progress First Nations employment and develop the diversity of our workforce will be addressed through Council’s Reconciliation Action Plan (currently in development) and have not been replicated in this plan. As a priority of this plan, we will continue to work with Council’s Liaison officer to create a culturally safe and aware workplace in order to progress First Nations diversity within our workforce.
[bookmark: _Toc100299990]LGBTIQA+
Insufficient data exists to fully understand the LGBTIQA+ and cultural diversity profile of both Council’s workforce and the community. According to the Department of Health, it is difficult to estimate the total LGBTIQA+ population in Australia. Australians of diverse sexual orientation, sex or gender identity may account for up to 11 per cent of the Australian population. 0.7 per cent of people within the Surf Coast Shire identified as living as a same sex couple (Source, ABS Census 2016). Workplace profile data is not currently available to identify LGBTIQA+ diversity within our organisation. Employees acknowledge that Council’s workplace is accepting of differences and diversity of all types, including sexual preference and support for LGBTIQA+ activities such as IDAHOBIT Day is a further indication of this acceptance and inclusion. There is little difference in the reported experience for those who do not identify as heterosexual however those who do not identify as heterosexual are less likely to agree that there is a positive culture in relation to employees with disability. 

[bookmark: _Toc100299991]Age
Younger employees report lower levels of agreement than older employees across most questions (Appendix 2, table 2.1.5). In addition the analysis of the People Matter Survey indicates that:
· Managers are slightly more positive about the culture in relation to age, gender and sexual orientation however the variance is minimal.
[bookmark: _Toc100299992]Disability
There is little difference in the experience between those who responded yes or no to having a disability. 3.8 per cent of people within the Surf Coast Shire reported living with disability (Source, ABS 2016). An outcome of Council’s Access and Inclusion Plan 2014 - 2024 is a workforce that embraces diversity and is responsive to the needs and aspirations of people with disability. Whilst workplace profile data is not currently available for people with disability, embracing and improving our workplace diversity of people with disability is a priority for this plan.
The data gathered through the workplace audit, people matter survey and employee consultation indicates that whilst the overall experience is positive there are variances amongst cohorts. In order to improve the gender composition of our workforce at all levels we must firstly understand the barriers and issues that exist today in relation to this difference in perception and experience.
[bookmark: _Toc99964387][bookmark: _Toc99964457][bookmark: _Toc99965438][bookmark: _Toc100129621][bookmark: _Toc100299993]“We celebrate diversity, this is at the core of why we are such an innovative and inclusive workplace.”
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[bookmark: _Toc100299994]Objectives, Strategies and Actions
	Objective
	Strategy
	Actions

	1.1 A gender equitable composition of the workforce that is reflective of the diversity of our community

	1.1.1 Understand and eliminate the barriers in relation to gender equality and diversity
	1.1.1.1 Identify team/s or work areas where lack of diversity is noticeable and develop a structured program to support diversity in those non-traditional positions.
1.1.1.2 Facilitate story telling/anecdote circles to understand the barriers and experiences of diverse groups of people particularly as they relate to intersectionality

	
	1.1.2 Develop our capability to measure and monitor gender composition, diversity and intersectionality of the workforce
	1.1.2.1 Review how Council collects and records diversity, intersectional and gender composition data
1.1.2.2 Establish reporting system and process to collect diversity and intersectional data from new and existing employees

	
	1.1.3 Develop pathways for diverse team members and potential new employees to move into non-traditional roles



	1.1.3.1 Identify teams where diversity is lacking and develop a structured program to support diversity in non-traditional roles. 
1.1.3.2 Develop communication plans to profile diverse employees and employees working in non-traditional roles
1.1.3.3 Explore funding options to support diverse entry into non-traditional career positions

	1.2 1.2	Embrace diversity and be responsive to the needs and aspirations of people of all backgrounds who experience intersectional discrimination and exclusion
	1.2.1 Create a culturally safe and aware workplace in order to progress diversity within our workforce.
	1.2.1.1 Engage with employees from diverse backgrounds to understand their experiences in our workforce and identify areas for improvement
1.2.1.2 Consult with relevant internal and external committees and partners to develop strategies to progress employment opportunities 
1.2.1.3 Engage with Council’s Aboriginal Liaison Officer to identify opportunities to improve representation of First Nations People aligned with Council’s Awareness Reconciliation Action Plan when adopted






[bookmark: _Toc100299995]INDICATOR 2: GENDER COMPOSITION OF THE GOVERNING BODY 
Council makes important decisions about finances and strategy that can impact gender and diversity. It’s important that Council has diverse voices at the table. The Victorian Government has made a commitment that by 2025 at least 50 per cent of all new appointments to Councils, courts and paid government boards will be women.
Consistently collecting and reporting this data will help ensure more gender-balanced Councils.
[bookmark: _Toc100299996]Analysis and Insights
According to the Victorian Local Governance Association’s (VLGA) latest figures, women make up just under 44 per cent of Victorian councillors, compared to a national average of 35 per cent. Following the 2020 local government elections, 272 women were elected to council – representing 43.8 per cent of councillors. 
While a new high for both Victoria and the nation, there is still some way for the sector to go to achieve the target of 50 per cent representation by women by 2025. Surf Coast Shire Council has a higher percentage of Councillors that are women (56 per cent) compared with men (44 per cent) surpassing the state government’s aspiration for 50/50 representation. We aim to maintain a gender balance across our Councillor group. Intersectional diversity of the Councillor group is not currently captured however there is little evidence of LGBTIQA+, disability, First Nations People or other cultural diversity. 
As Councillors were elected and re-elected we have continued to provide support, updates, comprehensive induction and professional development opportunities. Regular briefings have been held to ensure that our Councillors are up to date with the requirements of the Gender Equality Act and our progress to include intersectional gender analysis in our programs, policies and services. 
Two of the seven themes outlined in the Council Plan, Incorporating the Health and Wellbeing Plan, 2021 - 2025 relate directly to diversity. These themes serve as pillars for a series of strategies:
Theme 1: First Nations Reconciliation - Through this strategy Council is seeking to broaden its understanding of Traditional Owners’ perspectives and to use this knowledge to make better decisions. This will apply widely across Council policy making and operations.
Theme 2 – Healthy Connected Community - We will work to remove barriers to participation in community life. A focus will be empowering people and building on existing strengths within the community, including the many benefits derived when people from different generations share experiences.
Councillors continue to play an active role in breaking silence, breaking down stigma and increasing awareness by supporting and hosting community events. Council adopted an annual calendar of events to recognise campaigns and causes that align with Council objectives. The calendar provides clarity about the events and causes that Council supports and identifies the resources required to deliver these events. These events include:
· IDAHOBIT Day 
· International Women’s Day
· NAIDOC Week
· National Reconciliation Week including National Sorry Day 
· National Youth Week
· Seniors’ Festival
· Barwon Month of Action – Prevention of  Violence Against Women
· International Day of People with a Disability
In addition the Mayor has actively represented Council in forums and on panels relating to gender equality, sexual harassment and the prevention of men’s violence against women including the MAV Gender Equality Act Leadership Forum
Although there is insufficient data to extrapolate responses from Councillors from the People Matter Survey, consultation with Councillors was undertaken to establish strategies and actions to ensure a future gender balance across the Council.
[bookmark: _Toc100299997]Objectives, Strategies and Actions
	Objective
	Strategy
	Actions

	2.1 A gender balanced Council
	2.1.1 Support Councillors to reduce the risk of gender composition shifting in the future

	2.1.1.1 Identify the barriers and challenges relating to diversity for Councillors and develop mitigation actions and identify improved support for current and future Councillors

	
	2.1.2 Strengthen Councillor’s understanding and capability to lead intersectional gender equality
	2.1.2.1 Provide training, support and capacity building for Councillors aimed at increasing understanding of intersectional gender equality, diversity and social equity

	2.2 Community and Sector Leadership in gender and intersectional diversity
	2.2.1 Role-model a commitment to women in leadership and diversity within the organisation, the community and the sector

	2.2.1.1 Promote the role of Mayor, Deputy Mayor and CEO as champions and advocates for gender equality and Council’s commitment to gender equality and diversity
2.2.1.2 Participate in gender equality and diversity forums, panels, discussions and working groups
2.2.1.3 Continue to support and sponsor awareness raising events
2.2.1.4 Reaffirm the Victorian Local Government Women’s Charter
2.2.1.5 Sign on to the Victorian Government Gender Equality pledge
2.2.1.6 Endorse the Gender Equality Action Plan and publish on Council’s website
2.2.1.7 Continue to support and sponsor advisory committees
2.2.1.8 Use gender and LGBTIQA+ neutral language and images in Council documents and communications including in speech notes and Council meetings


[bookmark: _Toc100299998]
INDICATOR 3: GENDER PAY EQUITY
The gender pay gap is the difference between women’s and men’s average weekly full-time equivalent earnings, expressed as a percentage of men’s earnings. It is a measure of women’s overall position in the paid workforce and does not compare like roles.
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.
Gender pay gaps are an internationally established measure of women’s position in the economy. Directly comparing international gender pay gaps is problematic due to differences in sources, definitions and methods used to calculate the gender pay gap in different countries. However, it is clear that gender pay gaps in favour of men are a common feature of economies worldwide.
[bookmark: _Toc100299999]Analysis and Insights
The gender pay gap is persistent in Victoria and as at November 2021 stands at 14.3 per cent, higher than the national gap of 13.8 per cent. In the Victorian public sector it is 11.2 per cent. Whilst we have not yet closed the gender pay gap, at Surf Coast Shire Council the overall gender pay gap is better than the sector, state and national averages at 8.5 per cent.
The full-time total earnings gender pay gap for Victoria, which includes overtime payments is 16.4 per cent and 30.6 per cent for women who work part time. At Surf Coast our story is different. Women who work full time or part time in ongoing roles are paid on average 8.4 per cent and 4.4 per cent more than their male counterparts. However women who work in fixed term part time or casual roles at Surf Coast are paid 13.7 per cent and 8.7 per cent less than their male counterparts (Appendix 1, Figure 3a). This variance is better reflected by looking at the gender pay gap by level or type of role.
Our audit data has shown that rather than the nature of employment, the gender pay gap is more evident when comparing levels of reporting. This is impacted by the reporting structures and levels of hierarchy often driven by the different types of work that is performed and is addressed in more detail in Indicator: Gender segregation (Appendix 1, Figure 3b).
[image: ]
[bookmark: _Toc100300000]Objectives & Strategies & Actions
	Objective
	Strategy
	Actions

	3.1  Eliminate gender pay gaps (like-for-like, by level and organisational wide)
	3.1.1 Ensure equal remuneration for work of equal or comparable value 
	3.1.1.1 Conduct an audit of like-for like (job role/level) pay gaps and address anomalies
3.1.1.2 Review banding levels of gendered jobs roles
3.1.1.3 Review and analyse the impact of allowances on different workgroups and/or job roles
3.1.1.4 Apply a gender lens across Council’s enterprise agreement and terms of employment
3.1.1.5 Review overall gender pay gap annually and report trends

	
	3.1.2 Improve our capacity to measure pay parity in accordance


	3.1.2.1 Ensure intersectional gender equality indicators for the workforce are captured in either the payroll or HRIS to ensure the ability to analyse pay parity 
3.1.2.2 Include measures for gender pay gap in annual report
3.1.2.3 Establish baseline measures for intersectional gender pay parity
3.1.2.4 Establish baseline measures by banding level

	
	3.1.3 Increase the transparency of progression and remuneration increases for employees
	3.1.3.1 Report annually on gender pay equity data showing year on year trends. Measuring the gender pay gap within Council.
3.1.3.2 Gather data and report on career progression by gender





[bookmark: _Toc100300001]INDICATOR 4: WORKPLACE SEXUAL HARASSMENT
Sexual harassment is any unwelcome behaviour of a sexual nature that makes a person feel offended, humiliated and/or intimidated. Sexual harassment can be physical, verbal or written.
Sexual harassment in the workplace is common in Australia. 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.
At Surf Coast Shire Council we pride ourselves on supporting peoples’ wellbeing and safety and all forms of sexual harassment are unwelcome, unacceptable, and potentially damaging to the people involved, to our culture, and the broader community.
Training is important to help employees understand what sexual harassment is and where they can look for help if they or another colleague experiences sexual harassment. Regular training helps employees and councillors to reinforce their knowledge around appropriate behaviour and relevant council policies.
Managers need to be equipped with appropriate skills and knowledge to respond to sexual harassment complaints that they receive from their employees.
[bookmark: _Toc100300002]Analysis and Insights
VAGO Report
In 2021, the Victorian Auditor General’s Office (VAGO) published a report - Sexual Harassment in Local Government: Are Victorian local councils providing workplaces that are free from sexual harassment?.
VAGO examined whether councils provide their employees and councillors with workplaces free from sexual harassment. They looked at:
· the prevalence and nature of sexual harassment in councils
· Councils’ policies, training and communication
· the effectiveness of Councils’ complaint handling.
VAGO audited five councils as a spread of Council type and size (not including Surf Coast Shire Council) and conducted a sector-wide survey in June 2020. 117 Surf Coast Shire Council employees and Councillors participated in the survey which found:
· 17 per cent of Surf Coast Shire Council respondents experienced sexual harassment in the previous 12 months 
· 91 per cent of respondents believe that Council is taking sexual harassment seriously.
· 99 per cent of respondents said that they know how to get help if they or a co-worker experienced sexual harassment.
· Of the 20 people who experienced sexual harassment, none reported it to a manager and none made a formal complaint.
· 95 per cent of respondents who experienced sexual harassment experienced it during day-to-day work
· 65 per cent of respondents who did not make a complaint said they didn't think behaviour was serious enough
· 95 per cent of managers are confident in their ability to respond to a complaint.

Surf Coast Shire council engaged two independent Human Resources consultants to offer employees the opportunity to speak about their experiences of the way that the organisation handles sexual harassment in the workplace. Employees were provided the option of being able to confidentially approach either consultant to have an in person or phone interview over the period of two days. Interviews were conducted in a conversational style with a focus on how the organisation responded to any allegations raised and perception of the organisation’s effectiveness in combating sexual harassment in the workplace. 
Whilst employees who participated in consultation perceive Surf Coast Shire council to be proactive and professional in the way that it seeks to create a workplace culture free from sexual harassment we can never be complacent in our approach and seek to continually educate employees and reinforce our position as a workplace which seeks to eradicate incidents of sexual harassment. 
An action plan has been established in response to the VAGO survey and in consultation with employees. These actions have been noted by Council’s Audit and Risk Committee and have now been incorporated into this plan. 
An audit was completed by Council’s auditors, NTT, in early 2022 to assess whether adequate processes and internal controls are in place over workplace safety particularly on sexual harassment matters. Exceptions identified from the audit will be addressed and appropriate remedial actions will supplement this action plan.
[bookmark: _Toc100300003]People Matter Survey
Whilst no reports of sexual harassment were received 3 per cent of respondents to the 2021 People Matter Survey said that they had experienced sexual harassment or discrimination in the 12 months prior to the survey and 7 per cent said that they had experienced bullying. The response rates were too small to obtain further information in relation to these experiences. A strong majority of respondents were favourable in relation to their experience of Council’s attitude and approach towards sexual harassment (Appendix 2, Table 2.1.6). Whilst 96 per cent agreed that the workplace encourages respectful behaviour, only 78 per cent felt safe to challenge inappropriate behaviour at work providing a clear opportunity for improvement. This varies considerably when broken down by gender (Appendix 2, Table 2.1.7) with women responding less favourably.
[bookmark: _Toc100300004]Family Violence
Surf Coast Shire Council believes that all people have the right to live safely and free from all forms of abuse.
We believe that violence against women is unacceptable. While the victims of domestic violence/abuse are generally women, it is acknowledged that men may also be victims and are entitled to the same level of support.
We are committed to the elimination of violence and abuse in the workplace and in the community, and we actively support the 1800 Respect campaign to eliminate violence against women and were previously recognised as a White Ribbon accredited organisation. We subscribe to the Workplace Equality and Respect standards and are committed to providing practical support, where possible, to our people who are in or who wish to leave an abusive relationship. We continue to work in this space through the strategies contained in our Municipal Health and Wellbeing Plan  
Family violence and gender-based violence remains prevalent across our community and undoubtedly, our workforce will also be impacted either directly or indirectly by family violence. We want to ensure that our organisation is responsive, understanding and supportive.
Surf Coast Shire Council was the first organisation in Australia to introduce paid family violence leave which at the time was hailed as possibly the world's most progressive workplace agreement on family violence. This life changing initiative by our leaders highlights, and continues to highlight our commitment to the prevention of violence against women.
[bookmark: _Toc100300005]Objectives, Strategies and Actions
	Objective
	Strategy
	Actions

	4.1  A workplace free from bullying, harassment & discrimination


	4.1.1 Increase employees awareness of sexual harassment 


	4.1.1.1 Deliver sexual harassment training to all employees with refresher training every two years
4.1.1.2 Invest in opportunities to use anecdotes or lived stories in education for employees
4.1.1.3 Create dedicated forums as a regular prompt for employees to discuss sexual harassment concerns
4.1.1.4 Develop and implement a standalone sexual harassment policy

	
	4.1.2 Increase confidence in reporting improper conduct
	4.1.2.1 Review complaints processes to better support and encourage victims or witnesses to report sexual harassment 

	
	4.1.3 Improve ability to identify and respond to sexual harassment
	4.1.3.1 Establish processes and systems to gather and analyse data relating to incidents and complaints
4.1.3.2 Facilitate discussion of workplace behaviours, particularly through leaders.

	
	4.1.4 Build capacity and increase awareness of the impacts of gender-based violence and violence against women and their children
	4.1.4.1 Offer family violence and gender-based violence compliance training
4.1.4.2 Promote family violence leave and support for employees experiencing family violence
4.1.4.3 Participate in 1800 Respect/18 Days of Activism campaign



[bookmark: _Toc100300006]
INDICATOR 5: RECRUITMENT AND PROMOTION
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.
[bookmark: _Toc100300007]Analysis and Insights
Analysis of the data we have gathered confirms that our workforce composition is not as diverse or inclusive as we want it to be. Our organisational direction includes our aspiration to value the strengths of others; a place where people can do their best. Our commitment to diversity and equality applies to anyone who works, or aspires to work, for Council
[bookmark: _Toc100300008]Recruitment
More women than men were recruited in 2021 (Appendix 1, 5a) with women representing the majority of part time appointments and men the majority of full time appointments (Appendix 1, 5b). There was equitable distribution of appointments amongst levels between men and women (Appendix 1, 5c). Employees generally agree that recruitment and promotion decisions are based on merit. (Appendix 2, 2.1.8 & 2.1.9). Recent recruits are more likely to report a favourable experience in relation to recruitment and promotion than those who have worked for Council for some time. (Appendix 2, 2.1.10).
[bookmark: _Toc99964399][bookmark: _Toc99964469][bookmark: _Toc99965454][bookmark: _Toc100129637][bookmark: _Toc100300009]“Provide more education about unconscious bias”
[bookmark: _Toc100300010]Career development
Career development opportunities and learning and development activities include a higher ratio of women than men, contributing to a future leadership pipeline and succession planning. Participation in training activities, and opportunities for higher duties and secondments were well distributed and proportionate to the workforce composition (Appendix 1, 5e & 5f). More women than men agree that adequate opportunities for skills development are provided and that learning and development needs have been addressed. 
Women represented the majority of promotions. (Appendix 1, 5d). However the perception of employees regarding equity of promotions reflects room for improvement.
[bookmark: _Toc100300011]Turnover 
More women than men exited Council during the reporting period. The gap is more pronounced due to the higher number of women than men who are employed in temporary roles. (Appendix 1, 5g).

[bookmark: _Toc100300012]Objectives & Strategies & Actions
	Objective
	Strategy
	Actions

	5.1	
A workplace where we value and embrace the unique strengths and talents of each individual

	5.1.1 Improve our recruitment practices and employee experience in order to attract greater diversity in candidates

	5.1.1.1 Review our branding and language guidelines to identify use of stereotypes and identify images and language to challenge and create inclusiveness
5.1.1.2 Promote a gender-neutral recruitment process
5.1.1.3 Improve the transparency with recruitment and promotion processes
5.1.1.4 Gather and analyse exit data based on gender
5.1.1.5 Develop diversity and gender mechanisms to ensure equal representation on recruitment panels where possible
5.1.1.6 Deliver Unconscious Bias training to all employees involved in recruitment and selection

	
	5.1.2 Ensure our employee learning, development and promotion processes are inclusive and value differences
	5.1.2.1 Incorporate career development planning into performance management processes
5.1.2.2 Review learning and development programs for access and inclusiveness
5.1.2.3 Improve ability to gather and analyse data relating to career development, promotion and learning and development opportunities
5.1.2.4 Develop style guides available for employees to include LGBTIQA+, language and pronouns in email signatures and other correspondence.
5.1.2.5 Review Higher Duties Policy with a gender lens and to ensure inclusive language that reaches people from a diverse back ground  

	
	5.1.3 Support women in their career progression
	5.1.3.1 Establish mentoring program for women
5.1.3.2 Implement career coaching program for women





[bookmark: _Toc100300013]INDICATOR 6: GENDERED WORKFORCE SEGREGATION
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.
[bookmark: _Toc100300014]Analysis and Insights
Since implementation in 2016, Council’s Workplace Diversity Commitment has been used to influence and guide policy and action relating to gender, age, disability and to build an inclusive and respectful culture. 
Surf Coast Shire Council’s Gender Equity Working Group first met in late 2017 for the purpose of developing the organisation’s second annual Gender Equity Action Plan. The working group was established with voluntary representation from across the organisation. 
In 2018 Surf Coast Shire Council was successful in receiving a Free from Violence grant from the state government which included the development and delivery of an organisational capability project as set out in the Surf Coast Shire Council’s Prevention of Violence Against Women Framework and annual action plans. The Gender Equity Working Group is the steering group for the organisation’s Prevention of Violence Against Women Framework and annual Action Plans with advice and guidance to the group provided by People and Culture and Community Health and Development employees and an external industry advisor.
This group will help support the implementation, progress monitoring and continuous improvement of the Prevention of Violence Against Women Framework and gender equality and diversity action plans.
Our commitment to value the uniqueness of our workforce means building an inclusive and respectful workforce that values the differences of others and reflects the diversity of our community. Employees rate their experience of gender segregation highly (Appendix 2.1.11). 
[bookmark: _Toc99964404][bookmark: _Toc99964474][bookmark: _Toc99965460][bookmark: _Toc100129643][bookmark: _Toc100300015]“Demonstrate that women (because they are by far the majority of flexible workers with caring and family responsibilities) can move out of entry level administration jobs and be promoted to high paid, higher level roles.”


[bookmark: _Toc100300016]Objectives, Strategies and Actions
	Objective
	Strategy
	Actions

	6.1 	
A culture of inclusion and equality

	6.1.1 Build gender equality and diversity capability & awareness

	6.1.1.1 Introduce gender and diversity awareness training for all employees every two years
6.1.1.2 Provide Unconscious Bias training to leaders
6.1.1.3 Undertake Gender Impact Assessments when reviewing Council policies, programs and services, Enterprise Bargaining Agreements and integrate equitable measures where possible.
6.1.1.4 Apply a gender lens to all new strategic plans or frameworks to ensure they reflect gender equality principles.
6.1.1.5 Profile diversity in our workforce through story telling


	
	6.1.2 Embed responsibility for inclusion and equality throughout the organisation

	6.1.2.1 Establish our Gender Equality Working Group in partnership with representatives from our consultative committee, senior leaders and interested employees
6.1.2.2 Apply GIA principles to internal facing policies to eliminate bias or value judgements; ensure family friendly policies do not disadvantage some employees.

	
	6.1.3 Champion a commitment to equality and diversity within the organisation, the community and the sector
	6.1.3.1 Participate in regional advocacy network/ groups to continue to advocate for gender equality and diversity.
6.1.3.2 Participate in gender equality and diversity forums, panels, discussions and working groups
6.1.3.3 Support and promote awareness raising events





[bookmark: _Toc100300017]INDICATOR 7: LEAVE AND FLEXIBILITY
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.
[bookmark: _Toc100300018]Analysis and Insights
Council employees generally report a positive experience with leave and flexibility (Appendix 2, 2.1.12). 
More than 95 per cent of Council employees have a flexible work arrangement in place (Appendix 1, 7a).
Council introduced a Flexible Working Arrangements Policy in 2016 which includes principles to support flexible working hours. Implementation of the policy included processes to ensure the principles were applied in an equitable manner. This policy has since been expanded to include flexible work locations and during the pandemic, remote work options and practices were further developed and supported for most office based roles. Hybrid or blended work arrangements are currently in place.
Although we have made inroads with flexibility it is not perceived as being accessible by all and this appears more disparate amongst those employees with caring responsibilities. Employees with caring responsibilities report lower levels of agreement in relation to gender composition than those with no caring responsibilities (Appendix 2, table 2.1.5). Those caring for young children or frail or aged people report the lowest levels of agreement. This may be due to the conflicting demands of working and caring – a role that is traditionally held by women who in turn are working in part time roles and therefore balancing both work and caring responsibilities compared to men who may not have the same level of caring responsibilities.
Managers and executive leaders do not access flexibility options to the same extent as other employees. Whilst these senior employees have flexibility in start and finish times and work locations, opportunities for part time work, job sharing and rostered days off are not generally available.
We need to understand the experience of these employees and look to ways to improve their experience ensuring they feel valued and experience the same positive culture as those without caring responsibilities. 83 per cent of respondents reported accessing a variety of flexible working options. Part time employees and those who use leave to reduce their working hours report lower levels of agreement/experience in relation to gender composition across all questions (Appendix 2, table 2.1.3). Employees who are able to work longer hours over few days report higher levels of agreement across all questions. There is a large variance between those who access flexibility compared to those who do not in relation to the culture relating to different age groups.
[bookmark: _Toc99964407][bookmark: _Toc99964477][bookmark: _Toc99965464][bookmark: _Toc100129647][bookmark: _Toc100300019] “Continue to support flexible work arrangements to allow parents to both have a career and balance family responsibilities. “ 
Council provides additional paid personal leave for those with caring responsibilities and offers additional leave at the discretion of the CEO for those who are experiencing unplanned situations and have exhausted other leave options.
[bookmark: _Toc99964408][bookmark: _Toc99964478][bookmark: _Toc99965465][bookmark: _Toc100129648][bookmark: _Toc100300020]“Great job at flexibility for caring and family responsibilities. Surf Coast is one of the few organisations where I can work at the level I do while balancing the needs of disabled children.”
Paid parental leave is provided for both women (sixteen weeks) and men (three weeks) and is well utilized. Eight women and 12 men accessed paid parental leave in the 2020 – 21 financial year with all of those taking leave subsequently returning to work.
[bookmark: _Toc100300021]Objectives, Strategies and Actions
	Objective
	Strategy
	Actions

	Objective 7.1 A place that enables people to do their best


	7.1.1 Embrace and support workplace flexibility
	7.1.1.1 Flexibility and leave policies and processes are updated and clearly documented and accessible to all employees ensuring that they are reviewed with a gender lens.


	
	7.1.2 Encourage participation in the workforce by women returning from parental leave
	7.1.2.1 Explore options to deliver programs that provide support and offer pathways for women returning to the workforce
7.1.2.2 Review parental leave provisions to consider flexible, “shared care” models 

	
	7.1.3 Build capacity and raise awareness of the impacts of gender-based violence and violence against women and their children

	7.1.3.1 Offer family violence and gender-based violence compliance training
7.1.3.2 Promote family violence leave and support
7.1.3.3 Participate in 1800 Respect/18 Days of Activism campaign






[bookmark: _Toc100300022]DEVELOPMENT, MONITORING AND EVALUATION
Building a workplace where “we value the strengths of others; a place where everyone can do their best and be proud of their achievements”, remains everyone’s responsibility, at all levels and in all Council workplaces. 
Surf Coast Shire Council’s Gender Equality Action Plan outlines a range of goals and strategies which will be undertaken over the next four years. Actions include work to be undertaken by Council or in partnership with stakeholders and will be reviewed and updated annually, with progress managed by the People & Culture Manager.
The Gender Equality Action Plan and review documents showing progress against actions will be publicly available from Council’s website. As changes in gender equality and diversity across the workforce can usually only be observed over an extended period of time, a range of indicators are used to monitor progress over both the short, medium and long-term.
· Short-term indicators are used to demonstrate smaller adjustments and commitment
· Medium-term indicators are used to measure the success of projects and implementation.
· Long-term indicators are used to show progress against the seven indicators and priorities.
SUCCESS INDICATORS
We have selected gender equality and diversity success indicators that are realistic within the time frame of program and reporting cycles. These indicators are stepping-stones to achieving gender equality and diversity outcomes. By setting short, medium, and long-term success indicators we will continue to prioritise actions that lead us closer to achieving true gender equality and diversity.
	Term
	Time Horizon
	Success Indicator

	Short-term
	Within one year
	· Foundational policies and processes established 
· Awareness building activities and training completed with Managers and Coordinators
· Data collection systems designed and baseline measures identified
· Gender Equality & Diversity dashboard introduced for monitoring and reporting trends to EMT quarterly
· Sexual Harassment outcomes reported to Audit & Risk Committee annually
· Medium-term priorities established and resourced projects planned 

	Medium-term
	One to three years
	· Monitor implementation of actions/strategies and adjust medium to long term program accordingly
· Policies are reviews with a gender and diversity lens according to the Gender Impact Assessment framework and process
· Outcome targets and strategies are developed 
· GEDAP outcomes are reported to Audit & Risk Committee and Council annually
· Department level GEDAP’s are established - Leaders have ownership of actions and activities linked to the GEDAP at a department level
· External partnerships are established with relevant committees, community groups and subject matter experts to provide guidance and advice in relation to diversity
· Robust data collections mechanisms are established to collect information relating about our workforce profile to enable compliance with future reporting requirements

	Long-term
	More than three years
	· Progress is made towards long-term goals established in the medium term – these goals will be developed once baseline measures are able to be established
· Gender equity principles are applied and included the development of Council plans, strategies, and policies
· Gender equality objectives and targets are embedded into workplace culture & behaviours  with diversity metrics incorporated into performance processes
· Programs and resources required to progress gender and diversity initiatives are considered as part of the annual budget processes 
· Long-term goals accomplished recognizing that progress may take more than one reporting cycle
· High quality data is available to enable quarterly reporting at a business unit/department level 



EVALUATION METHODS
[bookmark: _Toc528913445]The Gender Equality Commission has developed a comprehensive framework, guidance and advice regarding the obligations to promote gender equality and diversity, conduct gender impact assessments when developing policies and programs and delivering services to the public and to monitor and evaluate through two-yearly progress reports and four-yearly workforce gender audits.
We will develop an evaluation framework designed to ensure we continuously reflect on and learn from the work undertaken for the Gender Equality Action Plan, and to modify or re-direct the action plan each year.  This framework will include a set of measures using data collection methods such as internal reporting processes, external indicators, anecdotal feedback and surveys. There will be one associated measure for each objective in the Plan and there will be 1 – 3 associated measures for each strategy. Due to the breadth and scope of this plan, specific projects will be selected for evaluation of their process and project outcomes. 
Evaluation will be based on the following questions:
· Has this project achieved the desired change?
· Is this project having the influence we expected?
· Have we done what we said we would do?
· What worked well and what needs improvement?
[bookmark: _Toc528913446][bookmark: _Toc458515722]


[bookmark: _Toc100300023]RELATED LEGISLATION, STRATEGIES AND POLICIES
[bookmark: _Toc99964371][bookmark: _Toc100300024]Legislative context
The legislative framework underpinning Council’s Gender Equality Action Plan includes:
· Gender Equality Act 2020
· Local Government Act 2020
· Fair Work Act 2009
· Charter of Human Rights and Responsibilities Act (Victoria) 2006
· Racial and Religious Tolerance Act (Victoria) 2001
· Local Government Act (Victoria) 1989
· Occupational Health and Safety Act (Victoria) 2004
· Sex Discrimination Act 1984
[bookmark: _Toc528913438][bookmark: _Toc99964372][bookmark: _Toc100300025]Related Council strategies and policies
· Council Plan (inc. Health & Wellbeing Plan) 2021-2025
· Surf Coast Shire Access & Inclusion Plan 2014-2024
· Surf Coast Shire Strategic Workforce Plan 2021-25
· HR24 – Code of Conduct
· HR01 – Recruitment & Selection Policy
· HR05 – Equal Employment Opportunity & Workplace Behaviours
· HR19 – Performance Review & Development





[bookmark: _Toc100300026]CONCLUSION


GENDER EQUALITY & DIVERSITY ACTION PLAN 2021 - 2025
[image: ][image: ]Whilst some progress has been made opportunities remain to build an inclusive and respectful workforce that reflects the diversity of our community. Council’s Gender Equality Action Plan will continue to bring focus to gender, equality and diversity. SURF COAST SHIRE COUNCIL
Wadawurrung Country
1 Merrijig Dve (PO BOX 350) Torquay Vic 3228
03 5261 0600  |  info@surfcoast.vic.gov.au
surfcoast.vic.gov.au
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PRIORITIES BY YEARGENDER EQUALITY & DIVERSITY ACTION PLAN 2021 - 2025


	Objective
	Strategy
	Actions
	Year 1
	Year 2
	Year 3
	Year 4

	1.1 A gender equitable composition of the workforce that is reflective of the diversity of our community

	1.1.1 Understand and eliminate the barriers in relation to diversity
	1.1.1.1 Identify team/s or work areas where diversity is noticeable and develop a structured program to support diversity in those non-traditional positions.
1.1.1.2 Facilitate story telling/anecdote circles to understand the barriers and experiences of diverse groups of people particularly as they relate to intersectionality
	
	




	
	

	
	1.1.2 Develop our capability to measure and monitor gender composition, diversity and intersectionality of the workforce
	1.1.2.1 Review how Council collects and records diversity, intersectional and gender composition data
1.1.2.2 Establish reporting system and process to collect diversity and intersectional data from new and existing employees
	



	
	
	

	
	1.1.3 Develop pathways for diverse team members and potential new employees to move into non-traditional roles
	1.1.3.1 Identify teams where diversity is lacking and develop a structured program to support diversity in non-traditional roles. 
1.1.3.2 Develop communication plans to profile diverse employees and employees working in non-traditional roles
1.1.3.3 Explore funding options to support diverse entry into non-traditional career positions
	
	




	






	

	1.2 Embrace diversity and be responsive to the needs and aspirations of people from all backgrounds who experience intersectional discrimination and exclusion
	1.2.1 Create a culturally safe and aware workplace in order to progress diversity within our workforce.
	1.2.1.1 Engage with employees from diverse backgrounds to understand their experiences in our workforce and identify areas for improvement
1.2.1.2 Consult with relevant internal and external committees and partners to develop strategies to progress employment opportunities 
1.2.1.3 Engage with Council’s Aboriginal Liaison Officer to identify opportunities to improve representation of First Nations People aligned with Council’s Awareness Reconciliation Action Plan when adopted

	

	








	
	

	2.1 A gender balanced Council
	2.1.1 Support Councillors to reduce the risk of gender composition shifting in the future
	2.1.1.1 Identify the barriers and challenges relating to diversity for Councillors and develop mitigation actions and identify improved supports for current and future Councillors
	
	

	
	

	
	2.1.2 Strengthen Councillor’s understanding and capability to lead intersectional gender equality
	2.1.2.1 Provide training, support and capacity building for Councillors aimed at increasing understanding of intersectional gender equality, diversity and social equity
	
	

	
	


	2.2 Community & Sector Leadership in gender and intersectional diversity
	2.2.2 Role-model a commitment to women in leadership and diversity within the organisation, the community and the sector

	2.2.2.1 Promote the role of Mayor, Deputy Mayor and CEO as champions and advocates for gender equality and Council’s commitment to gender equality and diversity
2.2.2.2 Participate in gender equality and diversity forums, panels, discussions and working groups
2.2.2.3 Continue to support and sponsor awareness raising events
2.2.2.4 Reaffirm the Victorian Local Government Women’s Charter
2.2.2.5 Sign on to the Victorian Government Gender Equality pledge
2.2.2.6 Endorse the Gender Equality Action Plan and publish on Council’s website
2.2.2.7 Continue to support and sponsor advisory committees
2.2.2.8 Use gender and LGBTIQA+ neutral language and images in Council documents and communications including in speech notes and Council meeting
	













	












	












	













	3.1  Eliminate gender pay gaps (like-for-like, by level and organisational wide)
	3.1.1 Ensure equal remuneration for work of equal or comparable value 
	3.1.1.1 Conduct an audit of like-for like (job role/level) pay gaps and address anomalies
3.1.1.2 Review banding levels of gendered jobs roles
3.1.1.3 Review and analyse the impact of allowances on different workgroups and/or job roles
3.1.1.4 Apply a gender lens across Council’s enterprise agreement and terms of employment
3.1.1.5 Review overall gender pay gap annually and report trends
	








	









	









	










	
	3.1.2 Improve our capacity to measure pay parity in accordance


	3.1.2.1 Ensure intersectional gender equality and diversity indicators for the workforce are captured in either the payroll or HRIS to ensure the ability to analyse pay parity 
3.1.2.2 Include measures for gender pay gap in annual report
3.1.2.3 Establish baseline measures for intersectional gender pay parity
3.1.2.4 Establish baseline measures by banding level
	






	
	
	

	
	3.1.3 Increase the transparency of progression & remuneration increases for employees
	3.1.3.1 Report annually on gender pay equity data showing year on year trends. Measuring the gender pay gap within Council.
3.1.3.2 Gather data and report on career progression by gender
	




	



	




	





	4.1  A workplace free from bullying, harassment & discrimination


	4.1.1 Increase employees awareness of sexual harassment 


	4.1.1.1 Deliver sexual harassment training to all employees with refresher training every two years
4.1.1.2 Invest in opportunities to use anecdotes or lived stories in education for employees
4.1.1.3 Create dedicated forums as a regular prompt for employees to discuss sexual harassment concerns
4.1.1.4 Develop and implement a standalone sexual harassment policy

	








	






	





	






	
	4.1.2 Increase confidence in reporting improper conduct
	4.1.2.1 Review complaints processes to better support and encourage victims or witnesses to report sexual harassment 
	

	
	
	

	
	4.1.3 Improve ability to identify and respond to sexual harassment
	4.1.3.1 Establish processes and systems to gather and analyse data relating to incidents and complaints
4.1.3.2 Facilitate discussion of workplace behaviours, particularly through leaders.
	



	



	
	

	
	4.1.4 Build capacity and increase awareness of the impacts of gender-based violence and violence against women and their children
	4.1.4.1 Offer family violence and gender-based violence compliance training
4.1.4.2 Promote family violence leave and support for employees experiencing family violence
4.1.4.3 Participate in 1800 Respect/18 Days of Activism campaign
	




	




	




	





	5.1	
A workplace where we value and embrace the unique strengths and talents of each individual

	5.1.1 Improve our recruitment practices and employee experience in order to attract greater diversity in candidates

	5.1.1.1 Review our branding and language guidelines to identify use of stereotypes and identify images and language to challenge and create inclusiveness
5.1.1.2 Promote a gender-neutral recruitment process
5.1.1.3 Improve the transparency with recruitment and promotion processes
5.1.1.4 Gather and analyse exit data based on gender
5.1.1.5 Develop diversity and gender mechanisms to ensure equal representation on recruitment panels where possible
5.1.1.6 Deliver Unconscious Bias training to all employees involved in recruitment & selection
	
	










	
	











	
	5.1.2 Ensure our employee learning, development and promotion processes are inclusive and value differences
	5.1.2.1 Incorporate career development planning into performance management processes
5.1.2.2 Review learning and development programs for access and inclusiveness
5.1.2.3 Improve ability to gather and analyse data relating to career development, promotion and learning and development opportunities
5.1.2.4 Develop style guides for employees to include LGBTIQA+ language and pronouns in email signatures and other correspondence.
5.1.2.5 Review higher duties policy with a gender lens and to ensure inclusive language that reaches people from a diverse back ground  
	





	











	




	

	
	5.1.3 Support women in their career progression
	5.1.3.1 Establish mentoring program for women
5.1.3.2 Implement career coaching program for women
	
	
	


	

	6.1 	
A culture of inclusion and equality

	6.1.1 Build gender equality and diversity capability & awareness

	6.1.1.1 Introduce gender and diversity awareness training for all employees every two years
6.1.1.2 Provide Unconscious Bias training to leaders
6.1.1.3 Undertake Gender Impact Assessments when reviewing Council policies, programs and services, Enterprise Bargaining Agreements and integrate equitable measures where possible.
6.1.1.4 Apply a gender lens to all new strategic plans or frameworks to ensure they reflect gender equality principles.
6.1.1.5 Profile diversity in our workforce through story telling

	
	










	











	












	
	6.1.2 Embed responsibility for inclusion and equality throughout the organisation

	6.1.2.1 Establish our Gender Equality Working Group in partnership with representatives from our consultative committee, senior leaders and interested employees
6.1.2.2 Apply GIA principles to internal facing policies to eliminate bias or value judgements; ensure family friendly policies do not disadvantage some employees.
	

	




	




	

	
	6.1.3 Champion a commitment to equality and diversity within the organisation, the community and the sector
	6.1.3.1 Participate in regional advocacy network/ groups to continue to advocate for gender equality and diversity.
6.1.3.2 Participate in gender equality and diversity forums, panels, discussions and working groups
6.1.3.3 Support and promote awareness raising events
	




	





	





	






	Objective 7.1 A place that enables people to do their best


	7.1.1 Embrace and support workplace flexibility
	7.1.1.1 Flexibility and leave policies and processes are updated and clearly documented and accessible to all employees ensuring that they are reviewed with a gender lens.

	
	

	
	

	
	7.1.2 Encourage participation in the workforce by women returning from parental leave
	7.1.2.1 Explore options to deliver programs that provide support and offer pathways for women returning to the workforce
7.1.2.2 Review parental leave provisions to consider flexible, “shared care” models 
	



	


	



	

	
	7.1.3 Build capacity and raise awareness of the impacts of gender-based violence and violence against women and their children

	7.1.3.1 Offer family violence and gender-based violence compliance training
7.1.3.2 Promote family violence leave and support
7.1.3.3 Participate in 1800 Respect/18 Days of Activism campaign
	



	



	



	






APPENDIX 1: 
[bookmark: _Toc100300028]Workforce Gender Audit
The Commission for Gender Equality in the Public Sector released additional guidance relating to the audit data that should be included in this action plan including minimum and additional standards and requirements. Both minimum and additional data is displayed below.
Indicator 1: Gender composition of our workforce
1.1.a Overall Gender Composition
[image: ]

1.1.b Gender by Employment Basis
[image: ]
1.1.c Per cent of staff in each employment basis (condensed), by gender



1.1.d Gender by Level
Almost half of all women are in the lower 2 levels vs one third of men
[image: ]
1.1.f Number of staff in each level, by gender




[bookmark: _Toc100129655][bookmark: _Toc100300029]Indicator 2: Gender composition of the governing body
[bookmark: _Toc100129656][bookmark: _Toc100300030]2a Per cent of Councillors by Gender (%)

[bookmark: _Toc100129657][bookmark: _Toc100300031]Indicator 3: Gender pay parity
[bookmark: _Toc100129658][bookmark: _Toc100300032]3a Median total pay gap as % by employment type
[image: ]
3b Median total pay gap % by level from CEO
The high gender pay gap at 1 level from the CEO is due to the mix of both administration roles that report directly to the CEO and are all filled by women and both general manager roles being held by males during this reporting period.

[bookmark: _Toc100129659][bookmark: _Toc100300033]Indicator 5: Recruitment & Promotion
5a Number of people recruited by gender

5b Percentage of women and men recruited, by employment type
Women represent 83.3% of part time appointments versus 47.1% of full time appointments


5c Number of appointments women and men recruited, by level
[image: ]
5d Women as a percentage of people promoted, by level
Women represent 75% of all full time promotions and 81.8% of part time promotions. 6.1% of Council’s female employees and 2.9% of Council’s male employees were promoted


5e Percentage of women & men who participated in training,by level

5f Number of women & men who were awarded higher duties, by level









5g  Number of employees who left employment by gender and employment type
23% of women and 12% of men exited Council during the reporting period. This gap is more pronounced due to the higher number of women than men who are employed in temporary role. Amongst the permanent employee cohort 19% of women and 7% of men exited employment




APPENDIX 2: 
People Matter Survey
70 women (57%) and 37 men (30%) responded to the survey. A further 14 people (13%) provided their feedback but preferred not to disclose any personal information such as gender, age, sexual orientation.
2.1 Gender Equality Act 2020 – Workplace gender equality indicators
2.1.1 Gender composition
[image: ]
2.1.2 Gender composition by different genders
95% of men responded favourably vs 83% of women to the statement:There is a positive culture within my organisation in relation to employees of different genders/sex.
Whilst 84% of men and 70% of women respond favourably in relation to all of the sub-indicators of gender composition women respond less favourably than men to all sub-factors. 
Only 62% of survey respondents agree that there is a positive culture in relation to Aboriginality and disability with newer employees being more optimistic.
[image: ]

2.1.3 Gender composition by flexibility option
[image: ]
2.1.4 Gender composition by tenure
59% employees who have been employed for 10 – 20 years report a much lower rate of agreement that there is a positive culture in relation to age however 93% of those employed less than 5 years agree.  
[image: ]
Note the columns are not sequential in the table above
2.1.5 Gender composition by caring responsibilities
[image: ]
2.1.5 Gender composition by age
46% of 25-24 year old employees agree that there is a positive culture in relation to disability however 77% of 45-54 year old employees agree with similar disparity for First Nations People.
[image: ]


2.1.6 Sexual Harassment
[image: C:\Users\lperryman\Pictures\GEAP\Sexual Harassment.png]
2.1.7 Sexual harassment by gender
[image: ]
2.1.8 Recruitment & promotion
73% of women and 84% of men agree that recruitment and promotion decisions are based on merit compared with the overall sector rate of 54%.
[image: ]

2.1.9 Recruitment & promotion by gender
59% of women and 76% of men agree with the statement I feel I have an equal chance of promotion. 
[image: ]



2.1.10 Recruitment & promotion by tenure
Employees recruited 2 to 5 years ago report the lowest levels of agreement. This may be due to mismatched expectations and is an area for further exploration
[image: ]
2.1.11 Gendered work segregation
Overall 89% agree with all of the sub-indicators of gender segregation compared with 81% for the sector. 93% agree that work is distributed fairly, irrespective of gender and 90% report favourable experiences in relation to discrimination.

[image: ]

2.1.12 Leave & Flexibility
[image: ]
Women	
Full time	Part time	Casual	25.675675675675674	56.418918918918912	17.905405405405407	Men	
Full time	Part time	Casual	79.428571428571431	13.714285714285715	6.8571428571428577	Employment basis


Per cent of staff




Women	
0	-1	-2	-3	-4	-5	-6	1	2	11	35	101	146	0	Men	
0	-1	-2	-3	-4	-5	-6	0	3	12	30	70	60	0	Level


Per cent of staff





Women	Men	55.555555555555557	44.444444444444443	
Per cent of Councillors



-1	
-1	-2	-3	-4	-5	0.55029758408555218	-2	
-1	-2	-3	-4	-5	4.4446973656352626E-2	-3	
-1	-2	-3	-4	-5	9.339356629871616E-2	-4	
-1	-2	-3	-4	-5	-2.3289981020665877E-2	-5	
-1	-2	-3	-4	-5	1.8108811793207582E-2	



Women	
0	-1	-2	-3	-4	-5	-6	0	0	0	3	10	20	2	Men	
0	-1	-2	-3	-4	-5	-6	0	0	0	1	8	3	2	Level


Per cent of staff




Women	
Full time	Part time	Casual	22.857142857142858	57.142857142857139	20	Men	
Full time	Part time	Casual	64.285714285714292	28.571428571428569	7.1428571428571423	
Per cent of staff





0	-1	-2	-3	-4	-5	-6	100	75	90	50	66.666666666666657	Level


Per cent of staff



Women	
0	-1	-2	-3	-4	-5	-6	0.390625	0.390625	3.90625	14.453125	37.890625	42.96875	0	Men	
0	-1	-2	-3	-4	-5	-6	0	1.2422360248447204	6.8322981366459627	19.254658385093169	38.509316770186338	34.161490683229815	0	Level


Per cent of staff




Women	
0	-1	-2	-3	-4	-5	-6	0	1	2	10	33	6	0	Men	
0	-1	-2	-3	-4	-5	-6	0	2	7	11	17	3	0	Level


Per cent of staff




Women	
Full-time permanent/ongoing	Full-time contract (fixed-term)	Part-time permanent/ongoing	Part-time contract (fixed-term)	Casual	12	5	29	11	24	Men	
Full-time permanent/ongoing	Full-time contract (fixed-term)	Part-time permanent/ongoing	Part-time contract (fixed-term)	Casual	9	5	1	4	1	
Per cent of staff
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GENDER EQUALITY

This data relates to gender equality in the broader Australian and Surf Coast communities
- it does not reflect the Surf Coast Shire Council’s organisational profile.

EMPLOYMENT
STATUS

59.9% of women in Australia
participate in some form of
paid employment vs 69.5%
of men. Within the Surf Coast
Shire 61.2% of women and
68.8% of men are workforce

participants

MINIMUM WAGE
One third of women (33%)
in Surf Coast Shire earn

above the minimum wage
which is higher than the
state average of 29.3%
40% of women earn less
than the minimum wage
vs 25.6% of men.

HOW WE WORK

More women than men work part time, with men more
likely to work full time than women in our shire.

33%

121%
PART TIME
19.8%
FULLTIME
38.4%
FULL TIME 29.7%
PART TIME

WOMEN IN LEADERSHIP ROLES

21.4% of females in Surf Coast are Chief Executives,

General Managers or Legislators which is slightly
lower than the State average of 26.2%, and
considerably lower that 78.6% of menin our
community who are in leadership roles.

OTHER
RESPONSIBILITIES

50
40

30

20

. I
o]

UNPAID WORK DISABILITY CARE

Women are more likely to have unpaid caring
responsibilities and still do the bulk of unpaid labour
including having informal caring responsibilities to
people with a disability, a long-term illness or to those
that have health issues related to old age

GENDER PAY GAP

In Australia women are paid on average $255 per
week less than men of 13.8%. In the Surf Coast Shire

the difference is $365 - this is caused in part by the
higher ratio of women who work part time vs men
who work full time 13.8%

EDUCATION

Achievement of education is key to advancing the
status of women. It contributes to more women in
professions, better health outcomes and health literacy,
better financial situations, and increased political
representation

A higher percentage of females (46.7%) in Surf Coast
have attained year 12 or equivalent than males (40.9%) ,
this is also higher than the State average of 40.4%

References: victorianwomenshealthatlas.net.au, genderstats.com.au, References socialstats.com.au
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FAMILY VIOLENCE

1IN 3

o O 1in 3 women in Australia have
experienced some form of
violence. Violence against women
is experienced by a significant

number of women in Australia despite it being

preventable. For Victorian women aged between 15

and 44 years, intimate partner violence is the leading

cause of preventable death, disability and illness. The
impact of violence against women is widespread and
long-standing, generating profound personal, social
and economic costs to individuals, the community and
our nation.

PHYSICAL SAFETY

100
75
50

25

o}

The percentage of people who feel safe or very safe
when walking at night was only 65:1% for women
compared with 86.2% for men

PARTNER ABUSE

5in10 family incidents that occurred in Surf Coast
Shire were between current or former partners

@D 50%

Experiences of violence are different for male and
female victims — men experience violence mostly from
other menin public spaces, and women experience
violence mostly from men they know (usually a current
or ex-partner) in private contexts such as their homes

REPORTS OF ABUSE

Physical
17%

Verbal
51.2%

288 incidents of family violence were reported in Surf
Coast Shire between July 2019 and June 30 2020. This
was an increase of 21.5% on the previous year where
there were 237 incidents recorded.

THE LINK WITH GENDER EQUALITY

Violence against women is driven by gender inequality.To change these attitudes and end violence against
women for good, we need to stop it from happening in the first place. The best way to prevent violence against

women is to promote gender equality.

We do this by addressing disrespect and inequality within our community, our schools and our workplaces and
promoting promote gender equality everywhere.

References: victorianwomenshealthatlas.net.au Crime Statistics Agency, Victoria, 2020 Note that CSA figures are
subject to change over time. #Rate per 100,000 ERP aged 10 years and over
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W M S

Number 296 176 0

Percentage 63% 37% 0
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Women Men Women Men

W M T W% Col M% Col W % Row

Full time 76 139 215 25.7 79.4 35.3

Part time 167 24 191 56.4 13.7 87.4

Casual 53 12 65 17.9 6.9 81.5

Total 296 175 471 100 100 62.8
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No. of No. of No. of % of % of

Women Men PersonsWomen Men

W M T W% Col M% ColW % Row

0 1 0 1 0.3 0.0 100.0

-1 2 3 5 0.7 1.7 40.0

-2 11 12 23 3.7 6.9 47.8

-3 35 30 65 11.8 17.1 53.8

-4 101 70 171 34.1 40.0 59.1

-5 146 60 206 49.3 34.3 70.9

-6 0 0 0 0.0 0.0#DIV/0!

All  296 175 471 100 100 62.8

% of Women% of Men

Top 3 levels 4.7 8.6

Mid 2 levels 45.9 57.1

Lower 2 levels 49.3 34.3
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WOMEN

0 -1 -2 -3 -4 -5 -6 All

Full-time perm

0 0 0 2 5 0 1 8

Full-time contract

0 0 0 0 0 0 0 0

Part-time perm

0 0 0 1 5 12 0 18

Part-time contract

0 0 0 0 0 1 1 2

Casual

0 0 0 0 0 7 0 7

All

0 0 0 3 10 20 2 35

MEN

0 -1 -2 -3 -4 -5 -6 All

Full-time perm

0 0 0 1 6 1 1 9

Full-time contract

0 0 0 0 0 0 0 0

Part-time perm

0 0 0 0 0 0 1 1

Part-time contract

0 0 0 0 2 1 0 3

Casual

0 0 0 0 0 1 0 1

All

0 0 0 1 8 3 2 14
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