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Acknowledgement of traditional land owners Equality

Knox City Council acknowledges the Wurundjeri Woi  -wurrung people and
Bunurong people of the Kulin Nation as Traditional Custodians of the land. The
Knox Aboriginal and Torres Strait Islander Community come from a variety of
different Nations within Australia and Torres Strait, including the Traditional
Custodians and Stolen Generation. As such we pay respect to all Aboriginal and
Torres Strait Islander Elders, past and present, who have resided in the area and
have been an integral part ofther + & G zHisfory,

Located at the foot of the Dandenong Ranges, Knox has many places of historic significance to theKulin
Nation. Important cultural and historical sites within Knox hold both the traditional knowledge of the

First Nations People and the traumatic stories of colonisation. The journey ahead for Knox involves the
land, the traditional custodians, the local Indigenous community, the wider community and the Council
itself. Walking together and listening together to create a culturally safe and culturally rich community

izl "WWwW, el . . tlzW kGKIi kzoll GW "I 1lzoll x| "I
moving forward in its acknowledgement and respect of First Nations people, ensuring cross functional

collaboration as opportunities present themselves.
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Introduction
and context




CEO Foreword e [VE1114Y

|l t i s an honour t 802802%GerdartEquillity dckion®lart 'y Counci |l 6s
Our organisation is committed to implementing the new Gender Equality Act 2020and acknowledges the
significant reform it introduces to benefit all Victorians.

¢tKAd A& YY2EQ&a &aS02yR 3ISYRSNI S| dzkdrm doramitingdtitc\aBwincihgigénylel equalitylasidial, RS Y2 Yy A (N> 1S4 2 dzNJ € 2y
economic and organisational imperative. Council has a fundamental belief in gender equality as a human right and ackrgantitges
inequality as a key driver of family violence and violence against women. We will continue to use an equity approachiee@adliey.

We are committed to continuing to develop our workforce to create a gender equitable environment in which people of aié gande
develop, perform, progress and thrive.

¢KS NBadzZ Ga 2F 2dzNJ NBOSyd 62NJ] LX I OS ISy RSNJ fcoaRingiihe Rihdagoy&ar thisd 0 S &
new plan. We know there is also improvement to be made and we have drawn inspiration and evidence from trengiialg workplae
consultation that occurred over the past year.

This new plan contains our 2025 Gender Equality Vision for our workplaceatfabreequitable and respectful organisation, consciously
leading by example on gender equality in our communitWithin the plan, there are 18 actions designed to achieve three measurable
strategies focused on ensuring we address prevalence and understanding, prevention and leadership, and response amgssffective

LYLRNIFyYy(Gtes 2dzNJ LX Fy FfA3ya ¢ A (-B025 Goucil Rldn@hdarphiatng duMulich Sy G G A 2 Y
Public Health & Wellbeing Plan), 262025 Workforce Plan, and our THRIVE: FuRgady Knox Strategy.

I look forward to working together with our people to achieve meaningful progress on gender equality in our workplace.

Bruce Dobson
Chief Executive Officer



Key Terms and Definitions Equality

In support of the development of an inclusive workplace, the following terms and definitions are provided to amhble awareness
application in everyday workplace interactions.

GENDERGKS &d20ALffteée O2yaidNHzZOGSR RAFTFSNBYOSa 0SG6SSy YSy | yeR GangleriS pak of how yor andeistanydO
who you are and how you interact with other people.

GENDER EQUALFTiMe equal rights, responsibilities and opportunities of women, men, trans and geafidense people. Equality does not meamthvomen, men, trans and
gender diverse people will become the same but that their rights, responsibilities and opportunities will not depend gerttieir

GENDER EQUALITY INDICAT@RSSender Equality Act 20&@ts out seven workplace gender equality indicators. They represent the key areas where workplace gender
inequality persistg and where progress towards gender equality must be demonstrated.

GENDER EQUALITY PRINCH4rES set of 10 principles set out in section 6 of @ender Equality Act 202€¢hich provide guidance on how to improve gender equality.

GENDER EQUITthe provision of fairness and justice in the distribution of benefits and responsibilities on the basis of gender. Thereongeses that people may have
different needs and power related to their gender and that these differences should be identified and addressed in a hameetiftes gender related imbalances.

GENDER IMPACT ASSESSMEGErslerimpactAssessment$GIAs) are a set of guidelines and tools designed to help organisations think critically about how new (and up for
review) policies, programs and services that have a direct and significant effect palite will benefit Victorians.

GENDER IDENTIT&person’s genderelated identity, which may or may not correspond with their designated sex at birth, and includes the psmm®bf the body
(whether this involves medical intervention or not) and other expressions of gender, including dress, speech, mannerissa)dhparsonal references.



Equality

Key Terms and Definitions, continued

INTERSECTIONAL{T&fers tothe ways in which different aspects of a person's identity can expose them to overlapping forms of discrimindoargimalisation.

Aspects of a person's identity can include characteristics such as Aboriginality, age, disability, ethnicity, genderadentjigion, sexual orientation and other
FGGNROdziSad ¢KS O2yOSLIi 2F WAYGIGSNARASOUGAZ2YyIlIfAG&Q A &fadiokstich AsRé&e, clasKkor gendedNktead, th&/3 S 2 NJ
are a result of how we are seen, positioned and (de)valued in relation to the way society is structured and governedi(GiarrZhaw 1989, 1990; Nasr 2020).

PANEL PLEDG&mMmSs to increase the visibility and contribution of women leaders in public and professional forums. It is a commitmehy mwayglspeaker requested
to pa[ticipate in a panel or forum, to ask the organiser about the gender balance of the program and highlight their camhioihesrsity. This work started through
0§KS WOKIYLA2ya 2F OKIFIy3aSQ O2lftAGA2Yy gKAOK Aa I 3It2o0lftfe NBO23ayAaSR adNridisS3ae 7

PAY EQUITY PRINCIPLE& kplaces achieve gender pay equity when women and men receive equal pay for work of equal or comparable value. Thg pay equi
principles are 6 principles outlined in tkender Equality Act 2020

SEXNBFSNAE G2 | LISNAER2YyQa o0A2f23A0Ff OKIFNIOGSNRAGAOAD | nhtiBeNEcRsieldmald & Eemaleawhidrs dzl £ £ &
Is referred to as intersex. Some people identify as neither male nor female.

WORKPLACE GENDER AUDHEGender Equality Act 2028quires certain organisations (defined entities) to undertake a workplace gender audit and regularly collect
and report data on gender equality in the workplace. A gender audit is undertaken under section 11 of the Act.

Sources include: Champions of Change Coalition, The Panel Pledge, https://championsofchangecoalition.orgethespénelpledge/, Commission for Gender Equality in the Public Sector, Glossary, available at:
https://www.genderequalitycommission.vic.gov.au/gendequality-actionplan-2021-2025/glossary, Equal Opportunity Act 2010 (M&¢nder Equality Act 2020 (Vic), Victorian state government, LGBTIQ Inclusive Language Guide,
available at: https://www.vic.gov.au/inclusidanguageguide, Victorian state government, Safe and strong: A Victorian Gendetiy Strategy, available at: https://www.vic.gov.au/safed-strongvictoriangenderequality



Strategic Alignment and Legislative Context Equality

Our 2031 Community Vision

°P+x1 i KCGI 6 3% |2 "K kzoll GW Gd Kz =1 dol + Y+ "1 CGx0+x zol kzddol GKI
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Our 2022025 Council Plan Our Legislative Framework

Implementation of our adopted Gender Equality Action Plan is a key initiative ThelLocal Government Act 2028quires Victorian councils to address gender

AY YY2EQ& /[ 2dzyOAt tfly> sKAOK 02yl Ay dequalityadivetditiiaBrlusivehesstss padt 6f Sdtkfoicy fahniizg. THEPlAre =
Slidzr t AGex 60St2y3Ay3a yR alFTSieée gAGKAY endblfsud® deNolagtrate tRiydyuirerient df ol AZDPSNTorkidide Plana S R
under the key Direction: Connection, Resilience and Wellbeing.

TheGender Equality Act 2028quires each defined entity to promote gender
Gender inequality is a key factor which contributes towards family violence equality in the workplace and consider gender equality when developing or
and violence against women. Preventing family violence continues to be one reviewing policies, programs and services which have a direct and significant
2F [/ 2dzyOAf Q& 1S@ LINA2NRAGASA YR Aad SJOARBe @$BcomdunityKS oNBIFRIK 2F ¢2NJ] [/ 2dzy OAf
does in this space, spanning prevention through to response. Our Council

Plan which incorporates our Municipal Public Health & Wellbeing Plan When developing this plan, Council must also have regard to legal obligations
KAIKEAIKGA 2dzNJ O2YYAGYSy(d G2 2dzNJ O2 YY doyideriCorandonwésth andiState legidhation &ntl indushrial yhstrunegtRincluding:
describes how we are working to prevent and respond to family violence A The Fair Work Act 2009 (Cth)

OKNRdzZZK / 2dzy OAf Qa4 ASNIWAOS&ASX LINPINI Ya A e EqRa@pportudity et 2050 (Mid) NI 2 F 2 dzNJ NBalLl2yas
to family violence Knox has developed a Family Violence Statement of A The Charter of Human Rights and Responsibilities Act 2006 (Vic)

Commitment which is available on our website www.knox.vic.gov.au A The Sex Discrimination Act 1984 (Cth)

A Enterprise agreements, workplace determinations and modern awards.
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Case for change




History of gender equality at Knox City Councll

In 2018, Knox City
Council developed
a 10-point gender
equality action plan.

Our new plan
acknowledges and
builds upon this earlier
plan.

Source: Knox City Council (2018)pbint gender equality action plan.

Council
will:

Make a
statement of
commitment

CEO to act
as Knox’s
champion of
change

Employ a
diversity
advisor

Address
everyday
sexism through
an internal
campaign

4

Equality

Statement of commitment

Knox City Council Is committed to advancing gender aquality
as a social, economic and crganisational imperative. Council
has a fundamental belief in gender equality as a human right
and acknowledges gender Inequality as a key driver of family
viclence and violence against women. Councll is commutted to
using an equity approach to achieve equality. We will develop

our workforce 10 create a gender equitable environment In
which people of all genders can develop, perform, progress and
thrive We will do this because we are leaders, we will do this
because gender quality s averyone's business, we will do this
because it is the right thing to do

Redefine 5
expectations

around

leadership and
flexibility

Employ
conscious
merit in
recruitment
practices

Promote
flexibility
for all staff

Knok City Councs CEQ, 8 March 20%

Introduce
targeted
mentoring,
coaching and
sponsorship
of women

Conduct a 9
workplace

gender equity

audit

Take an 1 o

integrated
approach to
strategy and
planning

10



Equality

The case for change at Knox City Council

Knox City Council believes gender equality is a fundamental human right, a key contributor to economic growth and an
organisational imperative to take action.

Our case

for change We will be a community leader promoting and championing diversity and equality in all its forms. Our actions will strengthen
our influence and representation in the community we serve. We will hold ourselves to ace@mijl do what is right, not

what is easyOur commitment will start internally, creating a safe, inclusive, respectful and equal workforce at Knox City Council.

| mproving gender equality at Knox City Counci l wi ||

2 88

Contribute to a safe and healthy L Reduce gender based violence
Improve organisational performance T
and discrimination

working environment for all

Our 2025
Knox City Council is a fair, equitable and respectful organisation, consciously leading by example on gender equalimymmuoits.

vision
Statement

Source: Knox City Council. (2021, October). Gender equality project. GEAP working group workshops. Facilitated andl $ynitightdeane Consulting. 11
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The consultation process, participation and consultation Equality

Baseline audit analysis Focus groups
The workplace gender The consultation process was
audit report was used as Workforce data delivered through a series of Focus groups

stimulus for the small, facilitated focus groups.
consultation process.

_ Participants were asked for Focus groups
The audit report was their reflections on the audit A 5 closed focus groups
developed using analysis 1060 report, as well as their general 7 % 1 open focus arou
of internal workforce data experiences, observations and P . group -
and responses to the STAFF hypotheses about the state of A 1 Councillor survey (in lieu of
employee experience Knox City Council gender equality in their a focus group)
survey (People Matter workplace.

Survey). The Councillor focus group was
Participants

conducted via survey, and
: focused on their aspirations for including representation from:
ENTpliEye Expeeinee sl ey Knox City Council. P A LGB'IEJIQ+p

Knoxos Staff Consultati vae Staffonflexiblework

. 22% Committee, comprising union 25 arrangements

and employee representatives, A Operations

24 1 RESPONSE were invited to share and A Staff over 55 years of age
RATE AS provide feedback at five A Staff under 34 years of age
RESPONDENTS REPORTED separate meetings from April A Other interested staff (via
BY VPSC 2021 to March 2022. These EOIl)

meetings focused on the
Workplace Gender Audit and
our GEAP development 1.

Source: Knox City Council (2021, September). Gender equality project. Consultation process, designed by Right Lane Consulting
Note 1: Knox Staff Consultative Committee consultation meetings took place on 28 April 202&, 2021, 21 July 2021, Rdgust 2021,16 March 2022 13



The consultation process, participation and consultation

Thedraft GEAP was developed

by the Gender Equality
Working Group over two half
day workshops on 1& 19
October,2021, facilitated by
Right Lane Consulting.

The draft GEAP for
consultation 2 was reviewed
by the Knox City Council
Executive Management Team
on 3 November and 14
December, 2021.

Source: Knox City Council (2021, October). Gender equality project. Consultation process, designed by Right Lane Consulting.

1

Workshop 1:

Draft Knox City Counci
Case for Change and
GEAP Priorities

Workshop 2:

Draft Knox City

[ 2dzy OAf Qa {
and Measures

Knox City Council
GenderEyuality
WorkingGroup

13 diverse
representatives from
across Knox City
Council, representing
g variety qf .
GirddolfhesIdernigrs
and cultural
backgrounds

Workshop 3:

Review and endorse
the draft GEAP
created by theGender
Equality Working
Group

Knox City Council
Executive
Management Team

Consultation 2

The final draft of the GEAP was shared with all Knox
City Council staff on 8 March 2022 to provide

feedback. In addition, a staff session was held on 16
March and an online feedback survey was available.

The final draft was presented to the Staff Consultative
Committee (SCON the 16 March 2022 who were
invited to provide further feedback.

Councillors provided feedback on 21 March.

Minor amendments were made based upon feedback
from staff, SCC an@ouncillors

Leadershipproval

The GEAP was approved by the Executive
Management Team on 29 March 2022.

Equality e

GEAP development Final review and approval
GEAP Development Participants

14
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O(O/‘) Councillors have highlighted four gender equality aspirations for Knox City Council

COUNCILLOR QUOTES

Be a gender equity }ALIJL 62dA R tA1S G2 ass

YY2E [/ 2dzyOrAt 65 fSIFIRSNA Ay 3ISYRSN
leader AWL g2dZ R ftA1S G2 aSS Y2NB GNIAYAy3 YR Y2RSftftAy3d o0SKI G

™

_ _ We¢2 GNFYEATF2NY GKS a20A1f y2N¥Xa yR O2YYdzyAlueée @I tdzSa G2
Meaningfully impact 2 OO dzNO

the Knox communit , . A e . T A oA i i
y Wt | NI AOdzf I NJ NBRdzOUA 2y AY R2YSAUAO @GA2f SYyOS aAudzraAazya

™

WC2NJ YY2E (2 o0dAfR I KAIK adlyRINR 2F LISNF2NXYIyOS [yR
W g2NJ LI FOS GKIG A& FOOSLIWAYy3I 2F SOSNER2YyS® ¢KIFG A& NB;
WDNRgAYI NBaALISOG FONr&aa Ftf 3IASYRSNE O62NBFyAalGA2Y YR
WL g2dz R tA1S (2 YI 1S adaNB (KIG GKSe& FSSt al FS3I & dzLJi2 N

Build a safe and
respectful workplace

o o Do P>

Promote transpareng
of gender equality at
Knox

WLYONBIFIaSR gl NBySaa FyR 2Ly O2y@SNAFGA2Yy 2F IASYRSNI S
WC2NJ YY2E (2 0S8 NBaLRyaArAgdSs (NI yaLIl NByd FyR | 002dzyil o6f

o o
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Introduction to the baseline data used to develop the plan Equality e

Knox City Council is a defined entity under the Gender Equality Act 2020. Under the Act, a defined entity mustaomdipthce gender audit to
assess the state and nature of gender inequality in its workplace as at 30 June 2021.

Data was collected from 2 sources:
1. Workforcedatg3 I  KSNBER FNRY (KS O2dzyOAf Qa AYUSNYyIlf LI&NRft YR Iw aeégais
2. Employee experience dajagathered via the People Matter Survey, administered by the Victorian Public Sector Commission.

The intent of this first workplace gender audit is to establish a baseline on gender equality from which the council can:
A Identify any critical gaps, areas for improvement and challenges to address in its Gender Equality Action Plan (GEAP)
A Monitor and assess progress made in relation to workplace gender equality, including whether strategies and measuresiae effe

Right Lane Consulting was engaged to support Knox City Council with the analysis of its audit data and the difeabodibfeport.Right Lane has
been appointed as a panel provider by the Commission for Gender Equality in the Public Sector to help defined entitresrrabkgations under
the Gender Equality Act 2020.

Note: 1. Please see appendix for notes on methodology used to calculate specific metrics in key indicators. 17



Sources of insight for this workplace gender audit

Workforce data

1060

T ~— STAFF

Knox City Council

b23SaY M® ¢KAA FAIANB Aa G118y FTNRY (GKS jdzSadAz2y ashyf TAONDBIAGE G2SNEYY (0 IyTRA 29I 2/yaESEEZE A (Q dA Y AKESARESS 8\ aW 3 | & SIHLIF R {154 dj

trans,nord A Y NBE 2NJ 3SYRSNJ RAGSNESY wm:

Employee experience survey

22%
241 . RESPONOSE

RATE AS
RESPONDENTS REPORTED

BY VPSC

women
men
use a different term

prefer not to say

Equality

identify as LGBTCH+

have a disability

identify as Aboriginal or Torres
Strait Islander

speak a language other than
English with their family or
community

were born outside of Australia

NBaLR2yRSR wesSaQ yR ¢ NBALRYRSR WLINBFSNI y2id (2 alreqQo
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #etoPHtioxSCity Council. (2021, June). Gender equality project. People Matter Survey. (n=241).
Administered by the Victorian Public Sector Commission and analysed by Right Lane Consulting.

18



Executive summary, baseline audit results Equality

Workplace gender equality indicator Summary of audit findings as at 30 June 2021

Knox City Council employs 1059 employe#&2% of whom are women. The Executive Management Team is evenly split between men and women.
Gender composition While 74% of respondents to the People Matter Survey agree that Knox City Council has a positive culture in relatice eoghi@rees, a lower
of all levels of the workforceproportion agree that Knox City Council has a positive culture in relation to employees with a disability (64%) or ewblojeesify as Aboriginal

or Torres Strait Islander (66%).

Gender composition

) . Knox City Council has 9 Councillors elected by residents to govern the city; 8 out of 9 Councillors afe women
of governing bodies

¢KS 3IASYRSNI LI & 3JFLI LG YY2E [/ AGeé /2dzyOAf A& oodmYEY BKSNBKEKEG 5 ENI IS
a

PG U e remuneration, the mediagap is 3.5% and greatestlagvel7g K SNBE G KS YSRAILY 62YlFyYy SIFNya nooz S g

Q)¢

There were 4 formal complaints of sexual harassment made at Knox City Council in FY21. 5% of People Matter Survey regpeneieces sexual
Sexual harassment harassment. 85% of respondents agree that Knox City Council encourages respectful workplace behaviour, however, waligtdlyolidion, 76%,
agree that they feel safe to challenge inappropriate behaviour at work.

LY C,HMZI 62YSYy NBLNBaSYiGSR cdz 2F YY2E [/ AGe [/ 2dzy OAf QEmoelikelyipSs NBEON
participate in career development training or be awarded higher duties or internal secondments than women. 19% of PeeplBuviay
respondents were not confident that Knox City Council makes fair recruitment and promotion decisions.

Recruitment and promotion
practices

Utilisation of flexible work 8% of women an®@% of men at Knox City Council are on formal flexible work arrangenidregsnajority of women (55%) work
part-time; the majority of men (69%) work filme. 75% of People Matter Survey respondents feel that there is a positive culture at Knox City Council

e S G e practlcesin relation to employees who use flexible work arrangements.

Women are overrepresented in professional and clerical and administrative occupations, while men represent the majatityadins and trade
Gendered segregation workers.83% survey respondents agree that work is allocated fairly in their workgroup, regardless of gender. 10% of respondestiseskper
bullying in the last year; 5% of respondents experienced discrimination in the last year.

Source: Knox City Council. (2018)pbint gender equality action plan. 19



Knox City Council acknowledges the gender equality Equality e

principles outlined in the Act

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.

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

All human beings, regardless of gender, should be free to
develop their personal abilities, pursue their professional

careers and make choices about their lives without being
limited by gender stereotypes, gender roles or prejudices.

Gender equality benefits all Victorians regardless of gender.

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.

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

Gender equality brings significant economic, social and health

Women have historically experienced discrimination and
benefits for Victoria.

disadvantage on the basis of sex and gender.

Gender equality is a precondition for the prevention of family

violence and other forms of violence against women and girls. Special measures may be necessary to achieve gender equality.

Source: Gender Equality Act 2020. 20



Knox City Council acknowledges the pay equity principles outlined gquality

In the Act

Establishing equal pay for
work of equal or comparab
value

Freedom from bias or
discrimination

Relationship between paid
and unpaid work

Sustainability

Participation and
engagement

Source: Commission for Gender Equality in the Public Sector. (2021, May). Gender Equality Action Ri@25202aidance for Bfined Entities.

Equal or comparable value refers to work valued as equal in
terms of skill, effort, responsibility and working conditions. This
includes work of different types

Employment and pay practices are free from the effects of
unconscious bias and assumptions based on gender

Employment and pay practices, pay rates and systems are

O EIEHMERBESCES] transparent. Information is readily accessible and

understandable

Employment and pay practices recognise and account for
different patterns of labour force participation by workers who
undertake unpaid and/or caring work

Interventions and solutions are collectively developed and
agreed, sustainable and enduring

Workers, unions and employers work collaboratively to achieve
mutually agreed outcomes

Knox City Council acknowledges the gender pay equity principles
and has developed strategies to set the right standard and act
against the conditions that enable inequity, supported by strategic
actions to improve recruitment and selection practices and
conduct further analysis into the pay gap and rectify it. In addition
to our obligations to publish audit data pertinent to our GEAP, we
commit to being transparent about our ongoing progress to
establish equal pay for work of equal or comparable value.

Knox City Council will prioritise respect, inclusion, safety and
equality for all, supported by the required training, internal
awareness campaigns and process implementation.

Through increasing access, utilisation and support for flexible work,
we acknowledge the relationship between paid and unpaid work,
as well as different patterns of labour force participation.

Since 2018 with the development of our first GEAP, we have made
a longterm commitment to achieving gender equality at Knox City
Council, and have developed strategies that will be both
sustainable and enduring.

We will continue to work collaboratively with staff and unions to
continue to make Knox City Council a fair, equal and respectful
organisation, consciously leading by example in our community.

21



Equality e

Strategies
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Strategy 1:Prevalence and understanding Equality

Identify and contribute to eliminating gender inequality by understanding its prevalence and nature,
as well as its drivers and impacts (including bullying, discrimination, harassment, and victimisation).

Strategiéction Measure Accountability Timeline
1.1 Develop and implement a sexual harassment prevention plan that Strategy, People and
. o . . Yrlc4
provides a balanced and fair victsarvivor centric approach. _ ~ Culture + Leaders
A Increased survey response rates and overall improvement.in
_ ) _ gender equality survey results.
1.2 Implement improved data collection and reporting to create a more
bust dataset to better understand the prevalence of intersectional ; ; SUEIEEY, [FERS el Yrica
© e P A Level of undereporting reduces, and level of internal Chlune
e reporting increases, to the extent we see a reducing gap
between the levels of internal reports made compared to
1.3 Openly acknowledge the prevalence of sexual harassment and gender  levels reported externally via workplace surveys.
. 4 Leaders Yrilc4
inequality to accelerate the pace of change.
A Improved understanding of workforce diversity profile
1.4 Review the findings of the 2020 LGBTIQ+ Needs Analysis to explore through _mcrez_;lsed dlsc_:losure by Workf_orce,_wnh an S, 2ol e
- S . P emphasis on intersectional data (aboriginality, age, Culture + LGBTIQ+ Yr 2¢ 4
additional prioritised strategies to address audit findings. S - . . e .
disability, ethnicity, gender identity, race, religion and sexual Working Group
orientation).
1.5 Investigate the application of gendersponsive budgeting, as part of Finance + Strate
building new and better systems and insights for enhancing gender A Greater understanding and raised awareness of the drivers 9y Yr2¢3
. : . . . : People and Culture
equality outcomes. and impacts of gender inequality and pay inequity
compounded by other forms of disadvantage or
discrimination.
: : Strategy, People and
1.6 Undertake follow up workplace gender audit as at 30 June 2023 (incl A 2023 Workplace Gender Audit submitted by deadline. Culture, Gender Equali Yric4

workplace survey). Working Group

23



Equality

Strategy 2:Prevention and leadership

Champion gender equality leadership and accountability to prevent inequality and harassment before it happens,

by visibly setting the right standard and prioritising safety, respect, inclusion and equality for all.

Strategié\ction Measure Accountability Timeline
2.1 Continue to cultivate an inclusive environment that supports open A Leaders promoting and taking action towards achieving gender
dialogue on complex and sometimes difficult conversations about equality. Increased visible leadership accountability for gender Leaders Yric4

diversity, equity and inclusion. Redefine leadership expectations including
role modelling and case study promotion.

Hou ' LIRFGS YY2EQ& /9h { il ( Baiébpidige2 TA
Encouragether leaders to takaip the Panel Pledge.

2.3 Build inclusive leadership capability and implement bystatrdering,

equality through achievement against gender targets, business
scorecards and individual KPlIs.

InGe¥séd avaféngss of legélfand pdlidy Eespankitiilities, including
SIFOK LISNARZYyQa L2ZaAuAdS Rdzue 02

5 1589

requirements under the Gender Equality Act 2020.

continuewith our everyday sexism campaign, and expand unconscious bigs Improved perceptions of positive organisation culture of equality Strategy, People and

education and training, to raise awareness, minimise blind spots, and foster and respect and Knox is considered a leader of gender equality byCulture + Leaders Yric4
a speak up culture. its people and external bodies.
2.4 Implement a refreshed flexibility model to support wdifk integration A Policies, training and communications are contemporary, Strategy, People and
and assist teams to cqntlnug to WOI’k_ togethe_r to SeI’VIICe the Changlng regularly promoted, with high engagement and/or participation Culture’+ Leaders Yric4
needs of the community while adopting hybrid (remdteendly) working. levels.
2.5 Improve gender composition within directorates and/or functions A Tracking of availability and utilisation of terms, conditions and
experiencing significant gender imbalance. Improve recruitment and practices relating to flexibility options, family violence leave, and
selection practices, focus on promoting career progression and working arrangements to support employees with family or Strategy, People and Yr 1c 4
advancement an@mplement talent programs including mentoring and caring responsibilities. Culture+Leaders G
sponsorship founderrepresented groups, in particular, for those
experiencing the compounding effects of intersectionality. A Improved gender composition of internal and external candidate
pools and shortlists (striving for 40/40/20).
2.6 Ensure adequate resources are allocated to developingnaplémentin ” .
d P 9 A Improved gender composition (striving for 40/40/20) of all levels CEO Yric4

the Gender Equality Action Plan.

of the workforce, by department and by job family.

Source: Knox City Council. (@etc 2021). Gender equality project. GEAP working group workshops. Facilitated and syntheRigad lbgne Consulting & SP&C

dzLd Y EA 0
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Strategy 3:Response and effectiveness

Enable safe reporting, act against the conditions that enable inequity, and support respectful transparency
to enhance our learning and demonstrate our accountability to others.

Equality

Strategiéction Measure Accountability Timeline
3.1 Support individuals to speak up in safe and respectful ways through providing
effective avenues of redress and contemporary complaint handling proce Strategy, People and
for bullying, discrimination, harassment and victimisation, including the use P ; : i Culture + Leaders Yrica
ying, Al c g A Policies and processes place consideration of the victim
of an anonymous reporting program. AdNDAG2NEQ ySSRa i G(KS OSyiNBo
3.2 Conduct additional remuneration analysis to better understand where the A Anonymous reporting program introduced and utilised. Strategy, People and
pay gap is, and rectify the pay gap (fke-like, by level, and organisatien ' Yric 4
ide) yearon-year Culture + Leaders
wieiE) vteele A Reduced gender payap year on year.
3.3 Undertake a schedule of Gender Impact Assessments, taking actionto A Schedule of Gender Impact Assessments undertaken. Po&cc}/ . :
L ) o . . . . mmunity Wellbeing
address systemic drivers in policies, programs and services which directl and practice address causes and preventsceurrence. Leaders Yrlc4
significantly impact the public.
A Unplanned turnover by gender is within target range.
3.4 Explore the feasibility of introducing a wider range of flexible and supportive _ _ _ _ ~ Strategy, People and Yr1c 3
leave options that recognise individual needs. A Gender diversity metrics are developed and integrated into Culture G
business scorecards and progress is measured and
3.5 Create accountability mechanisms to plan, resource, evaluate and report on reported. Strategy, People and
progress. Include gender equality performance measures within individual _ _ Culture + Executive Yrlc4
ROADmaps and Organisation Health performance scorecards. A 2023 Gender Equality Action Plan Progress Report Management Team
submitted by deadline.
3.6 Prepare and report progress to the Commission for Gender Equality in the Strategy, People and Yr3c4

Public Sector by 31 October 2023.

Culture
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Direct and Indirect costs to develop and implement the GEAP Equality e

Everyone working at Council has a role to play in achieving gender equality outcomes.

As individuals: As leaders: AS resource groups:

A All position descriptions contain an
express responsibility.

A All staff receive regular training and
information during induction that is
routinely refreshed and reinforced each
year. This may take the form of
compulsory dearning training, internal
campaigns to promote awareness, and
face to face seminars and courses to
develop mindsets and skillsets.

A Executive leadership is accountable for A Gender Equality Working Group
overseeing the development and
implementation of the Plan and A LGBTIQ+ Network
implementation off 2 dzy [EdgitiveQ &
legal duties. A Contact Officer Network

A Senior leadership is accountable for the A Staff Consultative Committee

implementation of the Plan and
/| 2dzy OAf Qa LR aAGADBS Rdzi MPeoteated lint&rdstyDisclokuserONiters
functional areas (departments).
A Safety & Wellbeing Committee
A All people leaders receive additional
training, support and information to A Wellness @ Knox Committee
enable them to meet 2 dzy [EdditiveQ &
RdziASa IyR G2 €SIR Ay fAYyS gA0GK [/ 2dzy OAf Q&
policies.
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Direct and Indirect costs to develop and implement the GEAP

As specialists:

INTERNAL

A Strategy, People and
Culture department

A Community Wellbeing
department

Within these
departments, there are
generalist and specialist
positions in place that
directly contribute to
iImproved organisational
and community diversity,
equity and inclusion
outcomes.

Two specialist roles directly ensure compliance with@ender Equality Act 2020.
These roles work in harmony to ensure Council is meeting its commitments.

A Diversity Lead, within Strategy, People & Culture, focused on the development and
implementation of the Gender Equality Action Plan, including workplace gender audits

A Health Promotion Officer, Community Wellbeing, focused on enabling the organisation to
build its capability and undertake Gender Impact Assessments

Both of these roles are each supportey a coordinator, senior manager and executive who
invest additional time and effort to support the success of gender equality outcomes via
promotion, early intervention, and response systems, strategies and processes.

Staff working within Strategy, People & Culture have responsibilities for ensuring the
g2N] F2NDOS A& GNIYAYSR yR Of SINJ 2y Ada
YR SadlroftAakKAy3d [/ 2dzyOAft Qa | @Sy dzsSa
This includes reporting to other bodies, managing staff concerns and complaints sensitively
and coordinating and/oconductingany investigations that may be warranted.

20f A3 G
2T NERNLBAa

Equality e

EXTERNAL

Specialist support, tools
and advice is procured
as required, for example
external trainers, legal
advice, investigators,
workforce analysis and
software systems.
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Direct and Indirect costs to develop and implement the GEAP Equality e

The direct and indirect costs over the life of the plan are based upon 17,451 hours.

Role Hours

2021:-22* 202223 202324 202425
Leaders 333 191 1112 4930 6566
Employees 584 993 1537 0 3114
Specialists (Internal) 1329 1021 896 2770 6016
Specialists (External) 1470 1755

TOTAL HOURS 2,414 2,249 5015 7,773 17,451

*includes GEAP development time 29




Direct and Indirect costs to develop and implement the GEAP Equality e

The direct and indirect costs over the life of the plan are estimated in the following table to cost
$1,698,310 including preparing the plan.

Strateggomponent TOTAL HOURS TOTAL COST

Preparation 2,414 $207,949

Implementation

Strategy 1 2,249 $269,468
Strategy 2 5015 $376,913
Strategy 3 7,773 $843,981

TOTAL 17,451 $1,698,311

Note: Average Total Employee Costs have been used for each role type. Costs for external specialists are based ugoreadt¥&i 1 and estimates for Yea# 2 30
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Measuring
Our progress




Measuring our progress Equality e

The effectiveness of our Gender Equality Action Plan will be monitored
regularly through a combination of the measures outlined in the Plan

and the seven indicators the Gender Equality Commission has developed
to guide organisations tplan, measure, andvaluate progress.

Council is required to provide progress reports to the Commission every
two years and conduct periodic full workplace gender audits.

In addition, Council will conduct@ay equity analysis every 12 months
through the life of this Plan and regularly report these results.
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Appendix A :
Audit findings
by indicator

Equality

Indicators:

H

Gender composition of all levels of the workforce

Gender composition of governing bodies

Sl

Equal remuneration

N s

Sexual harassment

Recruitment and promotion practices

Utilisation of flexible work and other support practices

Gendered segregation

S| |-
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Equality

f@ Indicator 1:Gender composition of all levels of the workforce

Workforce data

KEY INSIGHTS Total number ofc;séasz, disaggregated by Breakdown of staff by level, disaggregatedBy gender
gendér
Women represent 72% of Knox City Total number of staff by position level
/| 2dzy OAf Qa ¢2NJ 2N 204199 193
758 KEY

Please note: 134 132

The Gender
Equality Act
requires us to 42

consider 5 18
gender
compositonby CEO -1 -2 3 4 5 -6 -7 -8 -9 -10
reporting levels
to the CEO, as
follows:

¢l = directors
who report to

111

A Women make up 72% of Knox City
/| 2dzy OAf Qa wmnpd LISI
men make up 28%

A The Executive Management Team
(CEO and Level) are evenly split
between men and women

Breakdown of gender by position level

43%
0% "l 1% 629 [l 56% M 60%
84% [l 85%
57%
>0% "l 30% 389 [l 44% [l 20%
16% @ 15%
2 3 -4 6 7 -8 9 -
10
Notes: 1. Staff represented include ftithe, parttime and casual staff, but excludes contractors. 2. Given the small nurhpeople that prefertoselR S & ONKX 6 S G K SA NJ I SR/SRASONER aiXKE OHLINSFH2ONE (Rl & Sof

from this analysis to protect privacy.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S 34

. CEO
A Levels2 and above are evenly split 2 toc10= O
between men and women direct reports %
of the level =

above

I women [l Men

Total headcount



f@ Indicator 1:Gender composition of all levels of the workforce Equality

Workforce data

Breakdown by age

KEY INSIGHTS Total numbeég:lgt;ﬁ, disaggregated by Breakdown of staff by age, disaggregatedby gender
Women overindex in the age brackets
of 3554 years; men ovemdex in the
age brackets over 55 years 758

307

A Women make up 72% of Knox City
| 2dzy OAf Qa 62N F2NOST YIF1S dzLJ
28%

A Men represent a relatively higher
proportion of staff aged over 55
years

A Women represent a relatively
higher proportion of staff in the 35
54 years age brackets

1524 years 2534 years 3544 years 4554 years 5564 years 65+ years

I women [ Men

Total headcount

Note: 1. Given the small number of people that prefer to-6e8 4 ONR 6 S (1 KS A NJ 3 SR/SRSONER 0l KS beébihl aihIBaE2ENGN tiA@larsilySis td protect privacy.

Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S 35



f@ Indicator 1:Gender composition of all levels of the workforce Equality

People Matter Survey results

Positive culture

KEY INSIGHTS

74% of staff agree that there is a

positive culture of diversity and
inclusion at Knox City Council

A This compares t69% average for
Victorian councils

A Fewer respondents agree there is a
positive workplace culture in
relation to Aboriginal and Torres
Strait Islander people and people
with disability than for other
intersectional characteristics

0There is a positive culture within my organ
: : Who are
Fromvaried v identify  Ofdifferent O QIffETent [N With
cultural sexes/ : o
asLGBTQI+ age groups Torres Strait disability
backgrounds genders
Islander
A Al o040
s O™
S =
82% 82% 2% 70% 66% 64%

This compares to This compares to This compares to This compares to This compares to This compares to
77% average for 66% average for 72% average for 69% average for 64% average for 61% average for
Victorian Victorian Victorian Victorian Victorian Victorian
councils councils councils councils councils councils

A

2F NBalLRyRSydGa W INBES—+yR{LGN2YI2 | INJ

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by th@liaxtdiactor Commission and analysed by Right Lane Consulting. 36



ATA Indicator 2:Gender composition of governing bodies Equality e

Workforce data

Knox City Council has 9 Councillors elected by residents to govern the city;
8 women and 1 fan

8 of 9 10of9

Councillors at Knox City Council  Councillors at Knox City Councill The current Mayor
arewomen. aremen. IS a woman.

Note: 1. Councillor gender assumed as Councillors did neidseifify.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&dPublic S 37



Indicator 3:Equal remuneration for work of equal or comparable value

Workforce data

Equality

KEY There are two methodologies used to calculate the gender pay gap for work of equal or comparable value. The first all@ivadier
INSIGHT comparisons to other organisations and benchmarks, the second provides insight to guide action

Methodology 1: Average (mearase salary pay gap for filne employees

Median total remuneration pay gap for fulme

Methodology 2: and parttime employees

3 . 4(yﬂiy gap at Knox City Cbuncil

This method is used by the Workplace Gender Equality Agency (WCGHAplp compare
pay gaps across organisations, industries and states

Inclusions: Exclusions:
A Base salarffull-time A Junior employees
equivalent) A Parttime employees
A Fulkime employees A Casual employees
(permanent) A Fixed term employees
A Bonuses and other fixed remuneration
A Overtime

A Superannuation
A Pay that is salary sacrificed

Notes: 1. This gap reflects women being paid less than men.

3 . 5(yﬂiy gap at Knox City Cbuncil

This method provides valuable insight to help organisations understand why
their pay gap exists and where it is most pronounced

Inclusions: Exclusions:

A Total remuneratior(full-time A Casual employees are excluded due
equivalent base salary plus fixed to the skewing effect of casual
remuneration, overtime and loading
superannuation)

A Fulkime and parttime employees
(permanent and fixed term)

Source: Workplace Gender Equality Agency. (2021, August). The gender pay gap.; Knox City Council. (2021, June 30)atoaksfoeperted to the Commission for Gender Equality in the Public Sector. 38



Workforce data

Indicator 3:Equal remuneration for work of equal or comparable value Equality e

Methodology 1

KEY LYy C,HuHMXI YY2E [ AlG& [/ 2dzy Oitin@émplbygeS Wds 3.8, BB tReSLAL2% dat®dnalhvetabe B @@zt
INSIGHT sector average

WGEA Knox City Council

This is the
average pay gap
between women
and men on
base salary

1 dzZa GNJ £ Al Q& | GINIGNT £ A Q& | FS NI ¥¥\YS2 HIJZoX (R&O / 2 dzy OA f
national gender pay gap sector gender pay gap gender pay gap

Themedianbase salary pay gap at Knox City Coungzil/i%

Notes: 1. This gap reflects women being paid less than men.

Source: Workplace Gender Equality Agency. (282gust)- Thegender paygap;Knox CityCouncil(2021 June30)- Workforce data aseported to the Commission for Gender Equality in the Public Sector. 39



Equality

Indicator 3:Equal remuneration for work of equal or comparable value

Workforce data

KEY [ &% women earn more

MethOdOIOQy 2 OL women earn less

KEY INSIGHTS Gender pay gap by position le¥&l# employees

Pay gap Pay gap

Women Men (all staff) (excl. casuals)

Interpretation
For every $100 the median man earns at
Knox City Council, the median woman CEO 0 1 n/a n/a C

earns $96.502

-1 3 2 n/a n/a N
The gender pay gap (median, excl. casuals) -2 10 10 n/a The mediarwoman earns 5.1% legban the median man
at Knox City Council is: -3 18 24 0.0% n/a There is no gender pay gap at lexg|
3 . 5% -4 68 43 - n/a The medianwoman earns 3.7% leghan the median man

5 155 49 0.0% 0.0% There is no gender pay gap at lex&!

A The gender pay gap is greatest at tie
Level, where the median woman earns -6 168 31
4.3% less than the median man, and the

The medianvoman earns 3.5% leghan the median man

The medianwoman earns 5.3% leghan the median man. If we exclude

2 Level where the median woman earns -7 164 29 casuals, the pay gap decreases to 4.3%
0 :
5-1% I_eSS than the median man -8 83 51 0.0% 0.0% There is no gender pay gap at levél
A There is no gender pay gap at levels
-3,-5,-8,-9 and-10 -9 10 8 0.0% 0.09% There is no gender pay gap at lev@|
A The g_ender pay gap _(median for all staff, -10 79 53 0.0% 0.0% There is no gender pay gap at levd
inclusive of casuals) is 2.7%
TOTAL 758 301 2.7% 3.5%

Notes: 1. This analysis focuses on the median gender pay gap, instead of the mean pay gap; the median is a more represasiwaéi\of the pay gap because it is not affected by outliers (i.e. a few individuals at the top or bottom

of the range with disproportionately high/low remuneration.) 2. The calculation of overall pay gap excludes casual endpieye#se skewing effect of casual loading. 3. All remuneration is reported on an annualised basis,

converted to a fultime equivalent of 1. 4. Given the small number of people that prefer teR3&fd ONA 6 S (i K S éfeMdo FeBR/RESONER oiKE CGHLING I 2 NE Kl & 6SSy SEOf dZRSR FTNRY (KAA& |
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S 40



Equality

Indicator 3:Equal remuneration for work of equal or comparable value

People Matter Survey results

Methodology 2

KEY INSIGHTS Breakdown of staff by position level Do not identify as person with disability or prefers not to say
and disability status I Identify as person with disability
171 people at Knox City Council
identify as having a disability 204 199 103
150
111 134
A Employees with a disability make up 16% 42

2F YY2E [/ AGe& [ 2dzy OAf Q& 62 NJ] T2 NBBS T

A~ Knox City Council employs people witha  pogition level CEO:1 &2 -3 4 5 6 7 8 9 &-10
disability across all levels of the
organisation, with highest concentration

at CEOs1 & -2 (31%);3 (26%) and5 Number of
(21%) people with
disability?

A For every $100 the median employee
without a disability earns at Knox City

Council, the median employee with a Position level  CEO;1 &-2 -3 -4 5 -6 iy -8 -9&-10
disability earns $97.3¢
A This pay gap is most pronounced at Level Pay gap 2.6% 0.0% 7.3% 4.2% 10.9% 4.7% 6.7% 1.0%

-6 where a person with disability earns
10.9% less than a person without

KEY X% Persons with disability earn more  x%  persons with disability earn less

Notes: 1. Based on median total remuneration. 2. Includes staff from all employment bagisn@ulbarttime and casual).
Source: Knox Citgouncil(2021June 30). Workforce data, as reported to the Commission for Gender Equality in the Public Sector. 41
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Indicator 4:Sexual harassment in the workplace

People Matter Survey results

KEY INSIGHTS

5% (12) of Knox City Council survey
respondents experienced sexual
harassment

A The average for local councils was
7%

A 1% (2) of respondents witnessed
sexual harassment

Womenand men reported
experiencing sexual harassment at

roughly equal rates

Sexual harassment was experienced by:

A 3% (2) of men

A 4% (7) of women

A 27% (3) of people who prefer
not to say their gender or
identify as norbinary or gender
diverse

Of the 12 respondents who experienced sexual
harassment:

Equality

Of the 8 respondents who did
NOTsubmit a formal complaint:

1 respondent told a manager

g)/o (compared to 15% local council
average)

4 submitted a formal complaint

640

5 respondents cited that they did
not believe it was serious enough
as a reason

2 1%

2 respondents cited that they
thought the complaint process
would be embarrassing or difficult
(compared to 13% local council
average)

Notes: 1. Sexual harassment is defined as-cammsensual or unwelcome sexual behaviour that could reasonably be expected tarpakson feel offended, humiliated or intimidated. 2. Survey data did not distinguish rates of
sexual harassment for people who prefer not to say their gender (4% of all respondents) and people who identifpinamgargender diverse (0.4% of all respondents).
Source: Knox Citgouncil(2021June) PeopleMatter Survey. (n=241). Administered by the Victorian Public Sector Commission and analysed by Right Lane Consulting.
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Indicator 4:Sexual harassment in the workplace

People Matter Survey results

Equality

Attitudes towards inappropriate behaviour

KEY INSIGHTS Q: organisation encour a eQ:reéper‘éUlstekpbachaDEbag'

There is strong
agreement (85%) that
Knox City Council
There is strong

agreement (76%)
that respondents

encourages respectful
workplace behaviours

A high proportion of
staff (85%) agree
that Knox

encourages feheI"safe to
. respectful workplace anElistes
A A slightly lower behaviours. The inappropriate

behaviour at work.
The average
agreement for

proportion, 76%,
agree that they feel

average agreement
for Local Councils in

safe to Challenge 2021 was 83% Local Councils in
inappropriate 2021 was 70%
behaviour at work
89% men 84% women 81% men 75% women
respondents agree respondents agree respondents agree respondents agree

[ Agree or strongly agree [l Disagree or strongly disagree [ Neutral

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by th@liaxtdiactor Commission and analysed by Right Lane Consulting. 43



Equality

Indicator 4:Sexual harassment in the workplace

People Matter Survey results

Attitudes towards inappropriate behaviour

KEY INSIGHTS : ' ) c A" Txd dAKxAd Az +WGAGI " KA+ b

There is strong agreement (72%) that
Knox City Council takes measures to

stop bullying, harassment and
discrimination

A high proportion of staff (72%) agree

that Knox takes steps to eliminate bullying,
harassment and discrimination. The average
agreement for Local Councils in 2021 was 66%

A A lower proportion of women (70%)
compared to men (79%) agree that
steps are taken to eliminate bullying,
harassment and discrimination

79% men 70% women
respondents agree respondents agree

[ Agree or strongly agreell Disagree or strongly disagree Neutral M52y QG Yy 2 ¢

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by th@liaxtdiactor Commission and analysed by Right Lane Consulting.
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Indicator 4:Sexual harassment in the workplace

People Matter Survey results

Equality

Sexual harassment

KEY INSIGHTS Extract from the VAGO report for

Knox City CounciEly 207 Extract from the VAGO report (across all Victorian couné&it2 @

There have been 4 formal reports of sexual
harassment at Knox City Council since 1 July

2020 FY2)

Of whom:

90% said it happened during
day-to-day work

2 8 O/ 23% said they were harassed by a
O member of the public

Only 2% made a formal complaint
to their council

The relatively small number of formal reports

does not, however, end our inquiry. In 2020 the
Victorian AuditorD SY SNI f Q& hFT¥FAOS
undertook an audit to examine whether Victorian
councils provided workplaces free from sexual
harassment.

We know from the VAGO repdrthat:
A 22% (44) of Knox City Council respondents

experienced workplace sexual harassment in 22% (44) of 28% In J:ne 2020, 75 ::It of 79 councils
the last 12 months - took part in our voluntary survey,
o ' surveyrespondents experienced with 9 939 council employees and
A across all Victorian councils, 28% of people experienced sexual workplace councillors responding.
surveyed said they had experienced workplace harassmentin the last sexual In the last 12 months ...
sexual harassment in the last 12 months 12 months harassment

A however, only 2% of those made a formal
complaint.

Notes: 1. The VAGO methodology included a voluntary survey completed by almost 10,000 council employees and Councilb2sFrom A OG 2 NA F Q& T f 201t O2dzyOAft &d ! Dh | f&az2z O2yR
to represent a range of council types and sizes. 2. N=198
Sources: VAGO. (2020, December 9). Sexual Harassment in Local Government.; Knox City Council. (2021, June 30). Weskfemetddtto the Commission for Gender Equality in the Public Sector. 45



Indicator 5:Recruitment and promotion practices in the workplace

Workforce data

Recruitment by gender

KEY INSIGHTS Total number of people recruited, Breakdown of people recruited, disaggregated
disaggregated by gender by position level and génder

In FY21, women represented 69% of
YY2E [ AGée [ 2dzy OAf 90

Breakdown of new recruits by gender and position level

I Women
B Men

A AtLevel1, 1 new recruit joined a
cohort of 5 (as at June 30, 2021)
A At Level2, 10 new recruits joined a
cohort of 20 (as at June 30, 2021) Composition of new recruits by position level and employment basis
A AtLevel4, 19 new recruits joined a WOMEN 20
cohort of 111 (as at June 30, 2021) I Fulkime
A At Level5 and below, 101 new recruits 16 I Parttime
P 14 Il Casual
joined a cohort of 880 (as at June 30, 11 9
2021) 0 0 ; 0 2 .
A 49% of new recruits were appointed to CEO 1 2 3 4 5 s 7 8 9 10

full-time positions; 30% to patime

and 21% to casual roles MEN [ ] Emﬁ'me
aretime
I Casual
6 8 7 7 3 5
. L L 0 - ] = 2 2
CEO -1 2 -3 -4 5 -6 -7 -8 -9 -10

Notes: 1. Given the small number of people that prefertoBef & ONRA 6 S (1 KS A NJ 3 SR/RESONER ol KCS beébihl ehIBaE2ENdEN (i@ larlySi$ t& protect privacy.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S 46



Indicator 5:Recruitment and promotion practices in the workplace

Workforce data

Promotions by gender

KEY INSIGHTS

In FY21, Knox City Council
permanently promoted 8 employees;

1 of whom was a man

A In FY21, there were no new employees
promoted to Levels O teB and-8 to
-10

A 7 (88%) of those promoted were
women; 1 (13%) was a man

A 6 of the 7 promoted women work
part-time; the 1 promoted man works
full-time

Notes: 1. Given the small number of people that prefer to-Be§ & ONR 6 S

Number of permanent promotions,
disaggregated by gérider

Total promotions

Level 0 to-3

Level-4

Level-5

Level-6

Level-7

Level-8 to-10

Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&dPublic S

Breakdown of promotions, disaggregated
by position level and gender

B women [l Men

Women |0

Men (O

Fulktime Parttime

.

Women 1

Women

Men

Men (0O

Women 1

Men (0O

Women 3

Men (0O

Women | 0

Men (0O

i KSANJ 3 SRSESONER ol K bebihl elinarebidn iifi@larsilySis$ t& protect privacy. 2. Percentages may not add up to 100% due to rounding.
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Indicator 5:Recruitment and promotion practices in the workplace

Workforce data

KEY INSIGHTS @l z16"1 Gd"AGzl A" Fzxd

Q: recruitment and promotion decisions, based

61% of respondents agree zl d#3 GA~

that Knox City Council makes

fair recruitment and
promotion decisions based on
merit

Most respondents
(61%) agree

that Knox City Council
makes fair, merk
based recruitment and
promotion decisions.
The average

Most respondents
(52%) agree

that they have an
equal chance at
promotion. The
Local council
average was 51%.

A A lower proportion, 52%,
agree that they feel they
have an equal chance at

promotion
agreement for Local
A Men were marginally more Councils in 2021 was
likely than women to agree 54%.
that Knox City Council makes |  19% of respondents disagrebat they have an
fair, meritbased ! 19% did not know or disagreed. . equal chance at promotion, and 29% were neutral.
recruitment and promotion
decisions
e 65% men 63% women 52% men 52% women
they have an equal chance respondents agree respondents agree respondents agree respondents agree

at promotion

Il Agree or strongly agree [l Disagree or strongly disagree Neutral W52y Qi Yy26

Notes: 1. Gender disaggregated data for men and women does not include respondents who selected 'prefer not to sapimarinand | use a different term’ for their gender. 2. Percentages may not add up to 100% due to rounding.
Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWlatdBiactor Commission and analysed by Right Lane Consulting. 48



Indicator 5:Recruitment and promotion practices in the workplace

Workforce data

KEY INSIGHTS

88% of respondents agree
that their workgroups actively

support diversity and
inclusion

There is very strong
agreement (88%)
among respondents
that their workgroup
actively supports
diversity and
inclusion. The
average for local
councils was 81%.

There is strong
agreement (76%)
that senior leaders
support diversity and
inclusion in the
workplace. The
average agreement
for Local Councils in
2021 was 71%.

A A lower proportion, 76%,
agree that senior leaders are
similarly supportive

A Women were more likely
than men to agree that
people in their workgroup
actively support diversity
and inclusion

65% men 63% women 52% men 52% women
respondents agree respondents agree respondents agree respondents agree

Il Agree or strongly agree [l Disagree or strongly disagree Neutral W52y Qi Yy26

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWlatdBiactor Commission and analysed by Right Lane Consulting. 49



%ﬁ Indicator 5:Recruitment and promotion practices in the workplace

People Matter Survey results

Support for diversity and inclusion
KEY INSIGHTS " pCx i zWWzyGl 6 Ggqg | zA " b"i11Gx7 Kz doll xdd GI adi

74% of staff agree that there is a positive Being Aboriginal and/dr cultural

Gender Torres Strait Islande background

Sexual orientatio Disability

culture of diversity and inclusion at Knox
City Councill

A This compares t69% average for
Victorian councils

A Fewer respondents agree there is a
positive workplace culture in relation
to age, Aboriginal and Torres Strait
Islander people and people with

disability than for other intersectional
characté/ristics 78% 68% 80% 80% 6 1% 70%

This compares This compares to This compares This compares This compares to  This compares to
to 74% 66% average for to 74% average to 74% average 60% average for 66% average for
average for Victorian councils for Victorian for Victorian Victorian councils Victorian councils
Victorian councils councils

councils

A

2T NBaALRyYyRSyiGa W INBES—H+yR{aNPyI+e> | INB

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 50



%ﬁ Indicator 5:Recruitment and promotion practices in the workplace

People Matter Survey results

Development opportunities (1/3)

10% (106) of employees participated in career development training; employees in senior positions were more likely togedioi training than

KEY INSIGHT the rest of the workforce
Career development training participation
Participation % by position level and gender
CEO;1 &-2 -3 -4 -5 -6 -7 -8 9 -10

46%

1% 4%

Women
Men
Women
Men
Women
Men
Women
Men
Women
Men
Women
Men
Women
Men
Women
Men
Women
Men

A 10% (106)pf all staff participated in A Employees in more senior positions A Employees at Level8, -9 and-10 were least A Women at Levelst, -5 and-8 were more likely

career development training in (Levels3 and above) were most likely to participate in career development to participate in career development training
FY21: 77 women (10% of all women) likely to participate in career training; this cohort makes up 27% of the Knox than men; men at Levels CEQ&-2,-3,-6 and
and 29 men (10% of all men) development training City Council workforce -7 were more likely to participate in career

development training than women.

Notes: 1. Career development training is extracted from Knox City Colraziks)p Learning Management system including orgaoiswide training activities and requires individual staff to add additional learning they have

completed. 2. Given the small number of people that prefertoRef & ONA 6 S G KSA NJ 3 SR/SRESONER 6l HKE bedn dineRmre8NgIm hz andlfsis ® protect privacy.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&dPublic S 5l



%ﬁ Indicator 5:Recruitment and promotion practices in the workplace

People Matter Survey results

Development opportunities (2/3)

In FY21, 35 women and 33 men were awarded higher duties; across all levels, men were proportionally more likely to be ahigitkydduties
KEY INSIGHT < SR y / E

than women

Awarded higher duties

Proportion of staff by position level and gender

CEO -1 -2 -3 -4 -5 -6 -7 -8 -9 -10
50%
22% e 120 23% 21%

10% 10% 0 7% 10% 0

2% 3% 3% 2% 6%

-__-_-_—- . . - —
c c c c c c c c c c c c c c c c c c c c c c
[} ) Q [ [} [ [} ) [} ) [} ) [} ) [} [ Q ) [} [} [} [
§ = § = § = § = § = § = § = § = § = § = § =

= = = = = = = = = = =

A 7% of all staff were awarded higher duties in FY21: 35 women (5%) and 33 men (11%)
A Employees at Levels, -3, -4 and-7 were most likely to be awarded higher duties; employees at LeXgel, -6, -8 were leaslikely to be awarded higher duties

A Across all levels, men were more likely to be awarded higher duties than women

Note: 1. Given the small number of people that prefer to-8ef & ONA 6 S § K SA NJ 3 SR/GRESONER 6K bebihl eiiarebidin iif@larsilySis$ t& protect privacy.

Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&dPublic S 52



%ﬁ Indicator 5:Recruitment and promotion practices in the workplace

People Matter Survey results

Development opportunities (3/3)

KEY INSIGHT In FY21, 8% (88) of all staff were awarded internal secondments in FY21: 59 women (8%) and 29 men (10%)

Internal secondments

Proportion of staff by position level and gender

CEO -1 -2 -3 -4 -5 -6 -7 -8 -9 -10

50%

Men

Men

Men
Men
Men

Women

Women

Women
Women
Women

A 8% (88) of all staff were awarded internal secondments in FY21: 59 women (8%) and 29 men (10%)
A Employees at Level8 were most likely to be awarded internal secondments; there were no internal secondments awarded for anel-10

A Across most levels, men were proportionately more likely to be awarded internal secondments than women

Note: 1. Given the small number of people that prefer to-8ef & ONA 6 S § K SA NJ 3 SR/GRESONER 6K bebihl eiiarebidin iif@larsilySis$ t& protect privacy.

Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&dPublic S 53



YQQT Indicator 5:Recruitment and promotion practices in the workplace

People Matter Survey results

Equality

Exits from the organisation

Total number of people who exited the
organisatién

KEY INSIGHTS

In FY21, 178 employees exited the 758
organisation, 67 men and 111 women 0o Women 0%
CEO
0 Men  0%f
A 62% of those who exited were women; 38%
were men 0 Women 0%;
Level-1
A In FY21, 3 of 2Zevels-2 and above 0 Men 0%
members exited the organisation, 100% of
whom were men 0 Women 0%
Level-2
3 Men 30%-
301
2 Women 11%
Level-
evel3 5 Men 20%
15% 13 Women 19%
22% Level-4
9 Men 21%
Women Men 31 Women 20%
Level-5
16 Men 33%

23
Level-6

6
Level-7 23
Level-8 9
evel- 6

4
Level-9 11

6
Level-10

5

Composition of people who exited the organisation
by position level and gédder

% of staff that exited the organisation during the period

Women 14%
Men 19%

Women 14%
Men 21%

Women 11%:

Men 12%

Women 40%
Men 100%

Women 8%
Men 9%

Notes: 1. Given the small number of people that prefertoBe§ & ONA 6 S (1 KSA NJ 3 SR/SRESONER 6l XS beébihl aivItarzbidn tim@larilySis t@ protect privacy. 2. In instances where the number of exits were more

than the staff employed as of the 30t June 20201, it was assumed that 100% of the workforce at that level were exited.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&dPublic S
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Equality

21&|  Indicator 6:Availability and utilisation of flexible working arrangements

. People Matter Survey results

Avalilability and use of flexible work arrangements

KEY INSIGHT A high number of People Matter Survey respondents indicated they are on various flexible working arrangements; 32% of resfsoacdcess
flexible start and finish times and 23% of respondents work pénhe.
% of all % of all
Number respondents Number respondents
Shift swap C9 4 2% Purchased leave i 16 7%
CHD) LA,
Working more hours over fewer @ 19 8% Using leave to work flexible hours o— 18 7%
days a—
Flexible start and finish times @ 77 32% Other ?j 10 4%
. Working from an alternative location
0 0
Parttime D 56 23% (e.g. home, hub/shared work space) @ 109 45%
o .
. ®7 0 No, | do not use any flexible work >< 0
Job sharing O 2 1% arrangements 62 26%

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 55



Equality

Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Avalilability and use of flexible work arrangements

KEY INSIGHTS Total number of people Breartdor\;vnnof rpneorﬁlebon forTaLfllemblle
on formal flexible work arrangement work arrangements by position leve
8% of women and 3% of men at Knox Cit Number Proportion
Council are on formal flexible work 758 0 Wi
arrangements Level 0 to-2 enen
0 Men
A 71 (7%) employees were on formal Level-3 1 \Women
flexible work arrangements in FY21; 3 Men
63 (88%) of these were women 9 W
. Level-4 omen
A 13 of 178 (7%) senior leaders (Lewéland 0 Men
above) utilise flexible work arrangements
choosing to work more hours over fewer Level-5 17 women
days or to work partime; 10 (77%) of 1 Men
these were women - el 14 Women
evel- 5 Men
Flexible work is defined as access to one or more of 19 W
the following arrangements, as chosen by the Level-7 9 ol\r;wen
employee: working more hours over fewer days, en
flexible start and finish times, working remotely 3 Women
(not related to COVHD9), working partime (g;) Level-8 0 Ven
(negotiated by the employee), shift swap, job K 8
sharing, study leave, purchased leave or using leave - (3%) : Wormen
to work flexible hours. Level-9 &-10 M
Women Men 0 en

Note: 1. Formal flexible work arrangements defined by Knox City Council as submission of a Flexible Working Arrange@eBivienrthe small number of people that preferto sRIS & ONA 6 S (1 K SA NJ 3 SR/RRESONER aiKB W
category has been excluded from this analysis to protect privacy.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S 56



Equality

Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Employment basis

KEY INSIGHTS Total number of staff, disaggregated by err Breakdown of staff by employmendisagizegated by Gender composition by employment
basis?3 gendér?3 basis?3
The majority of women (55%) Fixed ongoi
Do S ixedterm Ongoing
work part-time; the majority of _— women
men (69%) work futtime 5506w 199 259
. 0
fU”'tlme Staff omen Casual
0 .
A 459 (43%) staff work futime; 45%  Men 207 Full time

55% of these are women

A 485 (46%) staff work patime;
85% of these are women

A 115 (11%) staff work casually;
80% of these are women parttime staff 1059

A 69% of men work fullime; '
24% work partime; and 8%
work casually

Fixedterm Ongoing
/

85% Women ) 345 414 Part time

15% Menge] < 71 men

Casual
A 33% of women work fulime;
55% work partime; and 12% @

work casually 80% Women 92

casual staff 1059

Part time

20% Men @ 23 Full time

Notes: 1. Staff represented include ftithe, parttime and casual staff, but excludes contractors; 2. Given the small numpeople that prefertoselR S & ONA 6 S G K SA NJ 3 SR/SRESONER GliXKB GHLINSFF2ONNE ikl &1 Sof
from this analysis to protect privacy. 3. Percentages may not add up to 100% due to rounding.
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S 57
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Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Employment basis

Gender composition by position level and employ#ent basis

KEY INSIGHTS
The majority of parttime and Number of people by position level, disaggregated by employment basis and §ender B Women I Men
casual workers are women working CEO Level-1 Level—2 Leve|-3 Level-4
87 24 0

at Level-6 and below 1 0 0 5 0 0

20%
A 83% of senior leaders (Level 62% e
-4 and above) \_Nork fulime; i s
17% work partime 0% 80%
(0]
47%
A The majority of staff work full ° 38%
time at Level5 and above; the ° S ° S 3 © e o T a, = o T o o 3
L . £ £ £ = 7 £ £ 7 £ £ 3 £ S ?
majority of staff work partime £ % £ Z 8 z z 8 E £ &8 E 7 8
at Level6 and below z g 2 & z g z g z &
A 69% of men work fuime; 24%
work parttime; and 8% work 106 86 12 8 g 29 62 99 0 105 27
ll/
casually 7] 21% [=== T
A 0 T 65%
33% of women work fulime;
55% work partime; and 12% 98% | 92% 95% | gaos o | 89%
79%
7% 69% 59% | 63%
work casually 5%
© © ~ o o 8 o o  © © ©
g 5 ° g 5 ° E & ° g o5 ° g 5 ° I
Notes: 1. Percentages may not add up to 100% due to rounding. 2. Given the small number of people that prefdesoriséfK S A NJ I Sy RS NE -RIKESO NKLANSF SONJ (123 2aNe8f K& 0SSy SEOf dzZRSR
58

Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S
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Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Availability and use of flexible work arrahg&taéfimierceptions

KEY INSIGHTS " @Cxl+x Gd " AzdGAGOx | o
Q: org:anisatipn inA relation to employees who use

75% of respondents feel [ Wt W GbWt xz1 ¥ "7T71"1060xd+l
that there is a positive

culture at Knox City

Council in relation to
employees who use
flexible work
arrangements

There is strong
agreement (75%)
that Knox City
Council has a
positive culture in
relation to
employees using
flexible working
arrangements. The
Local council
average was 65%.

Most respondents
(68%) agree

that using flexible
arrangements is not
a barrier to success
at Knox City Council.
The average
agreement for Local
Councils in 2021 was
67%.

A A slightly lower
proportion (68%) agree
that using flexible work
arrangements is not a
barrier to success

A Men respondents are
more likely than women
respondents to agree
that there is a positive
culture in relation to use

of flexible arrangements 79% men 75% women 73% men 68% women

and that it is not a
barrier to success respondents agree respondents agree respondents agree respondents agree

I Agree or strongly agree [l Disagree or strongly disagree Neutral lll 52y Qi Yy2s

Notes: 1. Flexible work is defined as access to one or more of the following arrangements, as chosen by the employeenaettkmgs over fewer days, flexible start and finish times, working remotelyrétated to COVIRL9),
working parttime (negotiated by the employee), shift swap, job sharing, study leave, purchased leave or using leave t&Ework fleS K 2 dzZNE& ®
Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 59



Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Equality

Caring responsibilities
KEY INSIGHTS Parental leave

In FY21, 41 Knox City Council staff took

parental leave; 27% of Knox City Council
aalkr¥F | 0O0SaasSR O NB

A The average parental leave taken by
women was 36 weeks longer than the
average parental leave taken by men

A InFY21, 27% (286) Knox City Council
adr¥F G221 OF NBNQRa fSI@ST
and 22% of men

weeks paid leave and 26 weeks unpaid leave

> | A For men, the average parental leave taken was 5 weeks
' paid leave and no unpaid leave

A There were no parental leave exits in FY21

Note: In March 2020, Knox City Council introduced 2 weeks of COViBXp@OVID leave, which was expanded to 5 weeks in ARQRA%t
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #edPublic S

A 41 Knox City Council staff took parental leave between A H T2
1 July 2020 and 30 June 2021 between 1 July 2020 and 30 June 2021

A 83% of staff who took parental leave were women AHHM
A For women, the average parental leave taken was 15 Acp

I women [ Men

Carerds | eave

GHycO YY2E [/ AG& [/ 2dzy OA

2F Tpy O6H®:r0 2F 62YSY
2F onm O6HW:0 2F YSy | OO
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Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Caring responsibilities

KEY INSIGHTS

Respondents agreed that Knox
City Council is supportive of

employees with family or
caring responsibilities,
regardless of gender

There is strong agreement (85%)

that Knox City Council supports employees with family and
other caring responsibilities regardless of gender. The average
agreement for Local Councils in 2021 was 82%

A Women (86%) were
marginally more likely to
agree than men (84%)

A 3% of all respondents
disagreed

84% men 86% women
respondents agree respondents agree
[ Agree or strongly agree [Jjj Disagree or strongly disagree Neutral

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 61



Indicator 6:Availability and utilisation of flexible working arrangements

People Matter Survey results

Equality

Avalilability and use of flexible work arrangements

KEY INSIGHTS

Respondents agreed that
Knox City Council is
supportive of employees
who may require flexible

work arrangements or
need to take family
violence leave, regardless
of gender

A Women were more
likely to agree than men
for both questions

A No respondents
disagreed that the
organisation would
support them if they
needed to take family

"I Gqd" KGz |
me if | needed to take family
0Gz W= |

W+" O+~

There is strong
agreement (88%)

that Knox City Council
supports employees
who may need to take
family violence leave
regardless of gender.
The average agreement
for Local Councils in
2021 was 86%

N Z 9

do AA& Y 'Kd |

G|l £t1 K KC" K

Q: flexible work arrangement, it would

bt 6G0Oz%I

+ | z1 dG| £1

There is strong
agreement (82%)

that Knox City Council
gives due consideration
to flexible work
arrangement requests
regardless of gender.
The average agreement
for Local Councils in
2021 was 75%

84% women

92% women 76% men
respondents agree respondents agree

violence leave 84% men

respondents agree respondents agree

B Agree or strongly agree ] Disagree or strongly disagree Neutral

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 62



Equality

Q Indicator 7:Gendered segregation within the workplace

Workforce data

I women [ Men

KEY INSIGHTS! Top occupations where womenamseat

Knox City Coucil
Women overindex in professional and Education Professionals 249
clerical and administrative occupations,

Business, Human Resource and Marketing Professiona 82%  18%

while men represent the majority of
technicians and trade workers Women at Knox City Other Labourers 136
Council are most likely to
A Women represent 81% of all work In education or Carers and Aides s ©
professional workers at Knox (445 out
of 542 individuals), and 78% of all

clerical and administrative workers
(118 out of 151)

professional jobs
Specialist Managers 59% 419683

Top occupations where memdegrat

0, . .
A Men r'epresent over 85% of all Knox City Coucil
technicians and trade workers at Knox
City Council (29 out of 34 in total)
Design, Engineering, Science and Transport Professio 85

Farm, Forestry and Garden Workers

Men at Knox City Council

are most likely to work in

professional engineering Hospitality, Retail and Service Managers
or outdoor jobs

ICT Professionals

Skilled Animal and Horticultural Workers

Notes: 1. As per ANZSCO occupational categories. 2. Given the small number of people that prefeesoriigif their gendef] K S W LINERFSSENINRAD SE0SfO# 1 SI2NE Kl & 06SSy SEOf dZRSR FNRBY ik
Source: Knox City Council. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in #&oPublic S 63
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Q Indicator 7:Gendered segregation within the workplace

Workforce data

Work allocation

KEY INSIGHTS

There is strong agreement
among respondents that

work is allocated fairly in
their workgroup,
regardless of gender

There is strong agreement (83%)
that work is allocated fairly, regardless of gender.
The average agreement for Local Councils in 2021

A Men were marginally
more likely than

women to agree was 83%.
84% men 82% women
respondents agree respondents agree
I Agree or strongly agree [l Disagree or strongly disagree Neutral

Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 64



Q Indicator 7:Gendered segregation within the workplace

Workforce data

Equality

Bullying

Of the 24 respondents who experienced bullying

KEY INSIGHTS
14 experiencedhncivility (e.g. were talked down to, received o -
60% ANt o N A P I A%/o ﬁ% of respondents who experienced
10% (24) of respondents RSYSIyAy3 NBYFNLaz gSNbyQlu tAaaus >/&Sb llyirtgexberienced it at least weekly; 36%
experienced bullying in the (9) experienced it less than once a month
last year compared to 16% 0 13 experience@xclusionor isolation : .
Ioca?/council al?verage . 52% P A 20% (5) submitted a formal complaint
(13% local council average); 44% (11) told a
& A hiah ion of 489 12 experiencedntimidation or threats manager and 24% (6) told Human
igher proportion of men Resources
experienced bullying than A Th . ‘ bmiti
women (13% (8) of men and 3290 8 hadessential informationfor their jobwithheld € main reasons for not submitting a
0 formal complaint were the beliefs that
9% (15) of women) . :
T making a formal complaint would have
A18wono 27 _ Y2uKS 329, 8 experiencedverbal abuse negative consequences for their reputation
respgndents experienced (65%); would have negative consequences
bullying'. Other o _ _ for their career (45%); would not make a
respondents include those 4% 1 was givenmpossible assignments difference (40%)
ho prefer not to say their . :
WRO prefer not o say thel A 15% of those who experienced bullying
gender or identify as nen . . ) SR PN ’
binary or gender diverde 490 1 wasassigned meaningless tasksrelated to the job RARY QU &adzoYAU | F2NXI
they were able to make the bullying stop
A% 1 had their personal property and/or work equipment interfered (6% local council average)

with

Notes: 1. 10% may not reflect the number of discrete instances. This question asks respondents to indicate whether tesNdadcsey’ OS R 6 dzf t eAYyIAd Hd WhIiKSND LI NGAOALI yia YIRS dzLlJ

3. Respondents could select multiple categories.
Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 65
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Q Indicator 7:Gendered segregation within the workplace

Workforce data

Discrimination

Of the 12 respondents who reported experiencing discrimination éategorised it as

KEY INSIGHTS

5% (12) of respondents
experienced discrimination in

A Most respondents who reported

0 . . .
4504 5 were denied flexible work arrangements or other adjustments experiencing discrimination experienced it

the last year; 7% (17) reported less than once a month (45% or 5

they were not sure if they had respondents); 36% (or 4

experienced discrimination respondentsyeported experiencing it at

4504 5 experienced other discrimination least weekly

A Women were more likely to A Of respondents who experienced
report experiencing discrimination, 9% (1) submitted a formal
discrimination than men _ o N complaint, 36% (4) told a manager and 27%
(5% (9) versus 3% (2)) 27% 3 experlenced discrimination related to opportunities for (3) told Human Resources

A 9% (1) submitted a formal promotion A The main reasons for not submitting a
complaint formal complaint were the beliefs that

there would be negative career
consequences (70%) or negative
reputational consequences (40%),
or that it would not make a
difference (5099

27% 3 experienced discrimination related tgportunities for training

18% 2 experienced discrimination related to pay or conditions offered
0 by employer

Notes: 1. 5% may not reflect the number of discrete instances. This question asks respondents to indicate whether theyetiaweeel discrimination. 2. Respondents could select multiple categories.
Source: Knox City Council. (2021, June). Gender equality project. People Matter Survey. (n=241). Administered by theWiatdBiactor Commission and analysed by Right Lane Consulting. 66



Equality

Notes on methodology

Workplace gender equalit)(\l

indicator otes on methodology

A Gender pay gapwo different methodologies have been used to provide both simple comparison to other organisations and greater insiigle dotan:

The following table provides notes on the methodology used to calculate key metrics in specific indicators.
A Methodology 1: pay gap between women and men on average (mean) base salarytfordfidmployees only. This excludes ptimie and casual staff,
3 é‘@ Equal remuneration and other remuneration such as bonuses and overtime.
A Methodology 2: pay gap between women and men on median total remuneration for all permanent and fixed term employeeslubieis exsual
employees which can skew the data due to casual loading rates. All remuneration is annualisedttmé& &gduivalent.
s | B
I

Source: Right Lane Consulting. (2021). 67

A Recruitment:commentary on the recruitment numbers at each level references the number of existing employees by gender in each teveletmgight
Ayid2 K2g NBONHAGYSyid FOGAGAGE YIFe 0SS O2y iNRAROdziAy 3 (2 toDh&idtal AnBber ofstaff ISy R S
as at 30 June 2021 (from the unit level upload data).

A Development opportunitiesthe number of employees who have accessed development opportunities (including career development training, higher duties
and secondments) during the financial year includes people who may have exited the organisation, consistent with thiedaia approach specified by
the Commission. To understand relative levels of access to these opportunities by gender, these numbers are also repadpdréien of total
employees as at 30 June 2021 (from the unit level upload data).

A Exits:the turnover rate is calculated based on the number of people who exited the organisation across the financial year aiarpodpotal employees
as at 30 June 2021 (from the unit level upload data).

Recruitment and
promotion practices

A Flexible working arrangementshe number and proportion of employees on formal flexible working arrangements is based on status of employees as at 30
June 2021.

A Caring responsibilities:
¢CKS ydzYoSNJ 2F SYLX 28SSa ¢gK2 KI@S | 0O0SaaSR LI NByualt f Shaw&itedtfieR OF NSNR&
organisation, consistent with the data collection approach specified by the Commission. To understand relative levedstoftaccéeave by gender,
these numbers are also reported as a proportion of total employees as at 30 June 2021 (from the unit level upload data).
The average period of paid and unpaid parental leave is calculated for employees whose parental leave finished in gigdaramaiy and includes leave
commenced prior to the reporting year. This is to ensure the data reflects the total leave taken (not leave that [megjteiss).

Utilisation of flexible work
and other support
practices







