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Gender impact assessments

Required Required Required Required Required Required Recommended Recommended

Title Subject Description Status Confirm if actions taken Describe actions taken Confirm intersectionality considered Explain intersectional lens applied

What is the title of the policy, program or service that was the subject of the GIA?

Please use one row for each GIA completed. When reporting on multiple actions taken, include this information in the relevant 
single cell.

Was the subject of the GIA a policy, 
program or service?

For definitions of policies, programs 
and services, please refer to the 
guidance materials at Appendix A: 
Glossary of terms.

Use the drop-down menu in the cell 
to select your answer.

Provide a description of the policy, program or service subject to the 
GIA.

Was the policy, 
program or service 
new, or up for 
review?

Use the drop-down 
menu in the cell to 
select your answer.

Were actions taken to develop or 
vary the policy, program or service 
to meet the needs of people of 
different genders, address gender 
inequality and promote gender 
equality as a result of the GIA?

Use the drop-down menu in the cell 
to indicate whether or not actions 
were taken as a result of the GIA.

Describe the actions taken to develop or vary the policy, program or service to meet 
the needs of people of different genders, address gender inequality and promote 
gender equality.

When reporting on multiple actions taken, include this information in one cell. You 
can press alt+enter to include new lines.

Was it considered that gender inequality 
may be compounded by disadvantage or 
discrimination that people may experience 
on the basis of intersectionality?

Use the drop-down menu in the cell to 
select your answer.

Explain how an intersectional lens was applied while 
completing the GIA.

If this was not done, explain why this was not practicable.

Title Subject Description Status Confirm if actions taken Describe actions taken Confirm intersectionality considered Explain intersectional lens applied

Uniform Policy Policy This policy guides the provisioning of uniforms for operational and 
production staff at the Centre.

For Review Yes Amended the policy to promote an inclusive environment by offering all-gender 
uniform options and clothing items with indigenous print design.

Yes The Centre conducted research and participated in 
consultation with staff and stakeholder groups.  Feedback 
was sought on the suitability, comfort, design and style of 
existing uniform garments and this informed the design 
and selection of a new range of all-gender uniform 
options, some of which include indigenous designs. 

Inclusive building design Program The Little Malop Street Redevelopment has transformed the 
Geelong Arts Centre’s existing Little Malop Street site into Australia’s 
largest regional Arts Centre, home to a diverse range of performance 
venues and spaces, with a unique design that reflects Geelong’s 
history, culture and creativity. Funded by the Victorian Government, 
the Little Malop Street Redevelopment has significantly expanded 
the capacity of Geelong Arts Centre, whilst the remarkable design 
brings together elements drawn from the history of the Geelong, the 
traditions of circus and theatre, and the strong and respecting the 
continuing First Nations culture and connection to Country.

New Yes The inclusive design of the Little Malop Street building aspires to remove the barriers 
that create undue effort and separation; in particular the building design incorporated 
dedicated womens and all-gender comfort facilities and rest rooms.

Yes The Centre conducted research and participated in 
consultation with staff and stakeholder groups.  It was 
identified that binary bathrooms were perceived as an 
access barrier for non-binary staff and members of the 
public.  The Centre committed to a gender diverse design 
as well as retention of dedicated women's facilities to 
address these barriers and offer choice.  The physical 
spaces are also supported by appropriate signage.

Season 2024 Program Season 2024 includes the following performances featuring themes 
of gender, inclusion, identity and intersetionality:
   Overflow by Darlinghurst Theatre Company
   Multiple Bad Things by Back to Back Theatre
   Fourteen by Shannon Molloy
   Trophy Boys by Soft Tread Enterprises
   Tash York's Happy Hour by Big Hair Productions
   Melbourne Fringe Encore

New Yes Season 2024 features performances that embrace themes including transphobia, 
inclusion, identity and intersectionality.  Some performances involve cast members 
who identify as female, non-binary or queer.

Yes The Centre's strategic vision is to be a leader, connector 
and creator of extraordinary cultural experiences for local 
and global communities.  At its heart, our programs seek 
to:
1. support artists, creativity and vibrancy
2. connect audiences and support programs which share 
stories of our time, our place and of our diverse 
communities.

Through our Season, the Centre will re-engage with 
established audiences, and reach out to the regions 
where there has been a very rapidly changing 
demographic, and from an arts perspective, the Centre 
aims to program with distinctive character and depth and 
extend the boundaries of artistic expression.  AUSLAN 
interpretation will be included for three of the 
performances, with one other included captioning to make 
these experiences as accessible as possible.  The Centre 
is also a commissioning partner with Back to Back 
Theatre on Multiple Bad Things. 

Disability Action Plan Program The Centre's Disabilty Action Plan describes how the Centre will 
address access and inclusion barriers for Deaf and Disabled people, 
as both service users and employees. This helps us all promote 
support the Victorian Government meet its obligations under 
the United Nations Convention on the Rights of Persons with 
Disabilities

New Yes This plan focusses on breaking down barriers so that the levels of access are 
increased in relation to:​​​​​​​​​​​​​​
   Access to spaces and services
   Inclusion and participation
   Access to and quality of employment
   Leadership and culture

Gender Equality Diversity & Inclusion (GEDI) Working Group Program The Gender Equality, Diversity & Inclusion Working Group provides 
a forum to plan and track progress on the implementation of gender, 
diversity & inclusion initiatives. The group also facilitates 
collaboration around diversity-related reporting to satisfy external 
requirements.

New Yes Actions completed by the GEDI working group:
   A one-page flow chart about how to speak up about bullying & harassment
   Listing job vacanies to reach diverse communities
   Delivered zero-tolerance bullying and harassment training to staff
   Delivered First National connection to country training to staff
   Building signage incorporates all-gender design
   Identity badges made available to staff to indicate their LGBT+ support

Yes This working group acts as a nexus to bring a shared 
focus across gender, diversity and inclusion. The working 
group plan initiatives to support delivery of :
   Gender Equality Action Plan
   Disabilty Action Plan
   Reconcilliaton Action Plan
   Child Safety Framework
   People and Culture Plan

People and Culture Plan Program The People and Culture Plan aspires to nurture a diverse community 
through a sense of belonging and create an inclusive and vibrant 
community that supports joyful and creative employee experiences 
for absolutely everyone.
●	Our people are at the centre of all that we do

●	Our attitudes, behaviours and beliefs inform our culture

●	Creating a safe space to bring your whole self to work

●	From integrity to trust

●	Promote equity through respect

●	Experience trumps everything!

Our People and Culture Plan: 
● Brings to life the 2022-25 Geelong Arts Centre Strategic Plan and 
its cultural values.
● Is informed by, and informing, the Gender Equity Action Plan, 
Gender Equality, Diversity and Inclusion (GEDI) Working Group, 
Learning and Capability Plan, and Wellbeing Plan.
● Is shaped by our learnings from the People Matter Surveys and 
staff engagement surveys.

New Yes The five focus areas:
1. Workforce planning and recruitment 
2. Capability and performance
3. Culture and retention
4. Succession and separation
5. Contemporary, people-centric services

Yes The development of the inaugural People and Culture 
Plan has informed, and been informed by:
   Gender Equality Action Plan
   Disabilty Action Plan
   Reconcilliaton Action Plan

The People and Culture Plan sets the vision and strategic 
direction for the People and Culture function to build a 
high-performing workforce who are engaged, equipped 
and supported to work in a changing and complex 
environment and empowered to make a difference.

Human-centred design is a way of working and being that 
focuses on the lived experience of end-users. It is a 
process of genuine collaboration, where creative solutions 
to complex problems are generated ‘with’, rather than ‘for’ 
end-users, greatly increasing their quality, relevance, and 
viability. It also allows for diverse perspectives and new 
interpretations to emerge, and is a powerful way to 
generate local ownership, sharing responsibility, and 
empowerment.

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

Example(s)

Title Subject Description Status Confirm if actions taken Describe actions taken Confirm intersectionality considered Explain intersectional lens applied

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

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

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

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

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

Table 1 - Gender impact assessments progress
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Strategies and measures

Required Required Required Recommended Recommended Recommended

1 2 3 4 5 6 7

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

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

Assign each strategy or measure a status from the 
following list:
• ‘Complete’ indicates that all planned activities 
related to this strategy or measure have been 
finalised.
• ‘In progress’ indicates that the activities under this 
strategy or measure are progressing but not yet 
complete.
• ‘Ongoing’ indicates that the activities under this 
strategy or measure do not have an end-date and will 
be addressed on a continual basis.
• ‘Not started’ indicates that the planned activities 
related to this strategy or measure have not yet 
commenced, including those that are intended to 
commence in future years. This should include 
strategies or measures that have been delayed.
• ‘Void’ indicates that this strategy or measure 
appeared in your defined entity’s GEAP, but has 
since been cancelled.

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

In particular, you need to explain:
• Why you have selected that status from the drop-down menu; and
• Whether the status indicates any delay or change from what was 
planned in your GEAP and if so, the reason for this change.

Evaluating the success of each of your 
strategies or measures may include:
• tracking against pre-identified success 
markers. These markers may have been 
specified in your GEAP.
• other evaluation markers that may not have 
been specified in your GEAP, such as 
participation levels, outcomes, or changes 
resulting from the strategy or measure,
• other ways the strategy or measure has 
contributed to promoting gender equality in 
your defined entity.

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

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

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

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

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

1.

2.

3.

4.

5.

6.

7.

Gender composition of all levels of the workforce.

Gender composition of governing bodies.

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

Sexual harassment in the workplace

Recruitment and promotion practices in the workplace.

Availability and utilisation of terms, conditions and pratices 
relating to:
- family violence leave
- flexible working arrangements
- working arrangements supporting employees with family 
or caring responsibilities

Gendered segregation within the workplace

Trust, CEO, Executive Leadership Team (ELT) and Manager People and Culture (PnC) to act as champions for gender 
equality through role-modeling and communications to staff. Ongoing

GEAP items are added as an agenda item on Executive Leadership 
Team meetings on a quarterly basis and added to the Trust meeting 
agenda, as required.  GEDI working group actions and progress form the 
basis of the report to the Executive Leadership Team.

Develop a one-page flowchart to explain to staff how to speak up about inappropriate behaviour and to encourage reporting. 
Review relevant policies as part of reviewing speak up process. Complete

Speak up flowchart and poster has been made available to all staff on the 
Centre's intranet.  Posters have been displayed in staff team rooms and 
crew ready rooms.

Consider balance of gender, age and intersectional composition who meet selection criteria, when employing new staff. 
Consider gender-balance of interviewers and interviewees on recruitment panels. Awareness of challenging gender-biased 
views of merit of candidates, to allow fair evaluation of all genders

Complete Balance of candidates and interviewees in selection processes

Provision and promotion of parental leave, family violence leave, and carers leave to all genders. Complete Information posted on staff intranet and promoted via email.

Inclusion of transition leave in the Enterprise Agreement, to give staff access to paid leave and minimise career disruption 
whilst undergoing gender transition. Complete Transition leave included in Enterprise Agreement.

Include flexible working options in job listings, to promote attraction of all genders and intersectionality. In progress All current job listings updated

All employment listing to include Geelong Arts Centre values statement relating to being a diversity employer, encouraging 
applications from all genders, cultures and LGBTIQA+ community. Complete

All position descriptions make reference to the Centre's values of bold, 
welcoming, connected and working as an ensemble.  The Centre's career 
pages and information for candidates state that the Centre values an 
inclusive workplace that embraces diversity and strongly encourages 
applications from Aboriginal or Torres Strait Islander people, people with 
a disability, people from the LGBTQI+ community and people from 
culturally diverse backgrounds.

Create a remuneration review process with clear criteria for assessment and an objective process for review. Consider gender 
pay differences when hiring new staff. Complete The Centre has an established renumeration review process.

Develop and implement an annual program of activities and events to build awareness of gender equality and intersectional 
factors, including International Women’s Day and LGBTIQA+ festivals and events, and significant cultural events informed by 
RAP.

In progress

An events calendar has been developed and will be implemented subject 
to resourcing and funding. Events supported to date include:
   Wear It Purple Day (LGBTQIA+ Youth)
   R U OK Day (Mental health awareness)
   National Coming Out Day (celebrating diversity disclosure)
   International Day for the Elimination of Violence Against Women
   International Day of Persons with a Disability (Disability inclusion)

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

Example(s)

1 2 3 4 5 6 7

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

This strategy was implemented in March 2023.
A payroll systems firm was engaged to upgrade our systems to support 
the collection of intersectional data in relation to sexual orientation, race, 
Aboriginality, religion, ethnicity, disability and gender identity. We have 
now begun collecting intersectional data and addressing the gaps 
identified in our 2021 audit.

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

2022 People and Culture
Corporate Support

X X X X X X

Responsible Relevant indicator(s)Evaluation of successStrategies and measures Status Status description Timeline

Indicators key

Table 2.1 - Strategies and measures progress

Relevant indicator(s)Strategies and measures Status Status description Evaluation of success Timeline Responsible
Recommended
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Resourcing your GEAP

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

You might consider some or all of the following, in addition to any other aspects you consider relevant:
•	 Who implements the strategies and measures in your GEAP? What role do they perform at what level in your defined entity?
•	 How many staff members/FTE are allocated to implementing the strategies and measures? 
•	 Was enough resourcing allocated to successfully implement your strategies and measures? If not, how will this be addressed?

Your Comments

During the reporting period, Geelong Arts Centre engaged a fixed-term staff member at 0.4 FTE who supported Gender Equality Diversity 
& Inclusion initiatives, and the GEDI working group as a part of the remit of their role.

The Gender Equality Action Plan assigns responsibility to key stakeholders across the Centre for delivery of identified goals.  Positions 
responsible for delivery of goals range from the Chief Executive Officer, Department Directors and managers whose role includes a remit 
to support delivery of GEAP outcomes.

The GEDI Working Group's membership comprises staff who hold responsibility for delivering on Centre gender, diversity and inclusion 
plans, as well as staff who have a strong desire to support GEAP initiatives and bring a lived experience to inform the working group's 
activities.

# OFFICIAL
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Workplace Gender Equality Indicators

Recommended Factors key:

Indicator Confirm if progress made Progress description a b c d e f g Factors discussion

This column contains the seven workplace gender equality 
indicators. Complete the 'required' fields, and you are encouraged 
to complete the 'recommended' columns, to the right of each 
indicator.

Indicate whether your organisation 
has made progress in relation to 
the workplace gender equality 
indicators.

Use the drop-down menu in the 
cell to select 'yes' or 'no.'

Demonstrate your progress in relation to each workplace gender equality indicator. 

In this column, please explain why you believe changes in your data do or do not represent progress against each indicator. 
Refer explicitly to quantitative changes in the data between your previous workplace gender audit and your progress audit.
If you wish, you may also make reference to any strategy or measure from your GEAP that supported, or was designed to support, progress against that indicator.

Indicate below whether 
or not one of these 
factors has affected 
your organisation's 

progress against each 
indicator. You are 

encouraged to 
reference these factors 

in your discussion in 
column L.

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

factor.

If you have selected 'yes' to any of the factors in the recommended columns to the left, you are 
encouraged to complete this column.

This column allows you to discuss each factor that has affected your organisation's progress in relation 
to any of the workplace gender equality indicators.

Gender composition of all levels of the workforce Yes In the 12 months prior to the 2023 audit date, the Centre increased the number of:
   Women appointed to full time on-going positions by 64% (Headcount.  2022: 18; 2023: 28)
   Women as a proportion of the overall workforce by 68% (FTE.  2022: 26; 2023: 38)
   People who self-identify from zero (2022) to 2 (2023)

Gender composition of governing bodies Yes Female composition at the Trust level has increased from 6 out of 9 members, to 8 out of 9 members (Target >50%; Actual 89%)

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

Yes Gender pay gap for permanent staff at 30 June 2023 (Target <15%, Actual 12.43%)

Sexual harassment in the workplace Yes No formal sexual harassment complaints were received during the audit period.  

The People Matter 2023 survey reported that 4% of respondants said that they experienced sexual harassment at work in the past 12 months.   The People Matter 2023 survey did not 
contain any published results because less than 10 people said they experienced sexual harassment in the workplace. 

The Centre has conducted all-staff and manager training on 'Encouraging Respectful Conversations: the prevention of unlawful discrimination, bullying and harassment' and is reviewing 
its complaints handling and reporting processes in response to the People Matter results.

Recruitment and promotion practices in the workplace Yes Of 57 hires welcomed between 01/07/2022 and 30/06/2023, 29 employees identified as female (Target >50%, Actual 51%)
Of 57 hires welcomed between 01/07/2022 and 30/06/2023, 3 employees identified as non-binary (Target >2% gender diverse, Actual 5%)
Of 14 internal promotions granted during the reporting period 8 were employees identified as femle (Target >50% non-male; Actual 57%)

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

Yes Two flexible work arrangements supporting female staff with family or caring responsibilities and or a disability are in place.
Nil staff have accessed familly violence leave.
Centre policy supports staff to negotiate individual flexibility arrangements, including one day working from home.

Gendered segregation within the workplace Yes In terms of female composition at the trust level, this has increased from 6 out of 9 members, to 8 out of 9 members (Target >50%; Actual 89%)

Two-thirds of the Centre's Executive team (4 out of 6 members) are female.  The Centre has a very stable executive leadership team where roles tend to be longer-term contracts or 
ongoing positions, with few exits.  We are pleased to see promotion at this executive level into ongoing positions for women.

39% of the total Centre workforce identifies as either female, or self-described.  

Our existing workforce data collection processes are quite simple and more detailed analysis of our workforce, or year-on-year comparisons, is currently not possible.

Example(s)

Factors discussion
a b c d e f g

Example 1: Recruitment and promotion practices in the workplace Yes Recruitment 
In our 2021 audit, women represented only 35% of new recruits in the year to 30 June 2021. In our 2023 progress audit, this rose 6% to 41%.
In 2021, of the women we recruited, 17% were employed on a full-time permanent basis, 14% on a part-time permanent basis and 69% on fixed-term contracts. In 2023, 22% of women 
recruited were employed on a full-time permanent basis, 20% on a part-time permanent basis and 58% on fixed-term contracts.
We were not able to collect non-binary or gender diverse data in 2021. Our employee and payroll systems have since been updated to collect improved gender-diverse data. This has 
been achieved through the implementation of strategy 5.2 under our 2021 Gender Equality Action Plan (GEAP): ‘Embed inclusive practices into our HR electronic systems. For example, 
offering a range of gender selection options’. As such, in 2023, our data showed that 2% of new recruits identified as non-binary or gender diverse. 
Our organisation argues that these figures, in conjunction with successful implementation of relevant GEAP strategies, contribute to progress against Indicator 5. Not only have we been 
able to notably increase our recruitment of women and gender diverse employees, but we have also been able to offer these new recruits more attractive contract conditions. Stable 
contracts will also support us to retain employees of all genders and move towards a more gender-balanced workforce in the future.

Promotions
Our 2021 audit showed that 25% of promotions in the 12 months to 30 June 2021 were awarded to women. These promotions occurred in the lower and middle levels of the organisation 
only, and not within the executive leadership team. Our 2023 progress audit showed that 30% of all promotions were awarded to women, an increase of 5%. Of these, 10% occurred in 
the higher levels of the organisation and were ongoing permanent roles.

Our organisation historically has a very stable executive leadership team where roles tend to be longer-term contracts or ongoing positions, with few exits. We are pleased to see 
promotion at the higher level of our organisation into ongoing positions for women.
In 2021, we were not able to collect promotion data for non-binary or gender-diverse employees. In 2023, our updated systems allowed us to collect this data. However, there were no 
promotions awarded to this staff cohort.
We believe that a significant aspect of our success in increasing the proportion of promotions awarded to women has been our focus on improving secondment and higher duties 
opportunities for women and gender-diverse employees. The proportion of secondments awarded to women increased by 5% and the proportion of higher duties by 6% between our 
2021 workplace gender audit and our 2023 progress audit. Data on higher duties opportunities for gender diverse and non-binary employees was not collected in 2021, therefore there is 
no measured change in the data. 
We consider these improvements, while small, to demonstrate measurable progress against the workplace gender equality indicator ‘recruitment and promotion practices in the 
workplace’. We also believe the uptick in career development opportunities for women and resulting increase in women’s share of promotions demonstrates that our strategic approach 
is effective. We hope to see similar improvements for gender diverse employees reflected in our 2025 data.

No Yes No No No No Yes

Example 2: Sexual harassment in the workplace No Our 2021 Employee Experience Survey data showed that 7% of women and 4% of men who responded to the survey had experienced sexual harassment in the workplace, and of those 
5% of women and 6% of men made a formal complaint. In 2023, our Employee Experience Survey data showed that 9% of women and 6% of men who responded to the survey 
reported having experienced sexual harassment in the workplace, an increase of 2% from 2021 for both cohorts. Of those, 9% of women and 10% of men indicated that they had made 
a formal complaint. 

Our 2023 Employee Experience Survey also indicated that women with disability were overrepresented among those who reported experiencing sexual harassment. We have initiated a 
review process to consider how we might address this between now and the 2025 reporting cycle.

No respondents in our 2021 Employee Experience Survey identified as gender diverse. We also didn’t record any formal sexual harassment complaints in our 2021 workforce reporting 
data from employees of self-described gender. In our 2023 employee experience survey, 2% of respondents identified as non-binary or gender diverse. Of this cohort, 10% indicated 
experience of sexual harassment, with 50% of this group indicating that they had made a formal complaint.

We note that these figures represent an increase in anonymous self-reporting of sexual harassment. This is concerning, as anonymous reporting tends to be more accurate than formal 
incident reporting processes.

In analysing our 2021 and 2023 audit data, we found that our workforce reporting shows minimal change in terms of outcomes for formal complaints of sexual harassment. In 2021, our 
audit data showed that no outcome was reached for 70% of matters where the complainant was a woman, and 50% of matters where the complainant was a man. In 2023, our progress 
audit showed that of the incidents of sexual harassment reported by women, no outcome was reached for 65% of matters. This figure was 40% for men. We did not collect data on 
gender diverse and non-binary employees in 2021, nor their experience of sexual harassment. Our 2023 progress audit showed that of the incidents of sexual harassment reported by 
gender diverse and non-binary employees, no outcome was reached for 67% of matters.

The enduring high levels of formal complaints with no outcome across our 2021 and 2023 audit data suggests that we have work to do in effectively and efficiently resolving sexual 
harassment complaints. The lack of outcomes for incidents of this type may contribute to our lack of progress in reducing sexual harassment. As a result of this analysis, we are 
reviewing our GEAP strategies and measures to consider how we might better respond to, and therefore hopefully reduce, sexual harassment in our organisation.

We consider that the anonymous nature of the Employee Experience Survey data provides an accurate representation of sexual harassment. The increased sexual harassment 
reported via the Employee Experience Survey data indicates ‘no progress’ was made by our organisation against this indicator. 

No No No Yes Yes No No

The size of the defined entity, including the defined entity's 
number of employees.

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

Requirements that apply to the defined entity under any 
other Act, including an Act of the Commonwealth.

The defined entity's resources.

The defined entity's operational priorities and competing 
operational obligations.

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

Genuine attempts made by the defined entity to make 
progress.

Factors

Table 3 - Workplace gender equality indicators progress
RequiredRequiredRequired

a.

b.

c.

d.

e.

f.

g.

Recommended

As a largely male-dominated industry we recognise we have started from a lower baseline for this indicator and there is further to go. Despite this, we have made genuine efforts to attract and recruit a more gender diverse workforce by 
implementing the strategies identified in our GEAP, in particular: strategy 5.2 ‘Embed inclusive practices into our HR electronic systems. For example, offering a range of gender selection options’.

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

We believe our genuine efforts to implement strategies against this indicator and measurable progress arising from the data, demonstrate progress against indicator 5. 

(e) Competing priorities and operational obligations
Our organisation is a metro health service. During the recent covid-19 pandemic, Victoria’s public health system experienced unprecedented demand. In particular, rates of access to ICU and ventilation increased dramatically. As such, our 
organisation prioritised its public-facing service delivery. We directed the majority of our stretched resources externally to enable high-quality public health care. Demand outstripped supply, and already-stretched resources were directed to keeping 
ICU and general wards staffed. As a result, we were not able to deliver comprehensive in-person bespoke staff training in relation to sexual harassment, so instead delivered a low-cost e-learning module. We also lacked the resources to 
comprehensively review our internal sexual harassment processes.

(d) Resources
As described cell D9, our resources were significantly stretched due to an increase in demand for ICU services during the covid-19 pandemic. Competing priorities reduced the resources available for internal-facing programs, such as 
comprehensive sexual harassment training delivery and process review. 

For this reason, we focussed on low-cost strategies and measures in our GEAP, including delivering a sexual harassment e-learning module, circulating internal communications campaigns and encouraging staff to undertake the Employee 
Experience Survey. Our communications campaign focussed on drawing attention to existing sexual harassment policies including how the organisation will respond.

Indicator Confirm if progress made Progress description Factors
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