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FAMILY VIOLENCE HELP 

If you are experiencing family violence, are 
concerned for another person’s safety, or 
the material in this document raises any 
issues for you, there is help available:

• 1800RESPECT (1800 737 732) for family, 
domestic and sexual violence matters

• WAYSS (9791 6111, after hours 1800 627 
727) provides housing help

• MensLine (1300 789 978) for support  
for men with family and relationship 
concerns

• Men’s Referral Service (1300 766 491) 
for support for men who use family 
violence

• With Respect (1800 542 847) for 
LGBTQI+ support

• Djirra (1800 105 303) for Aboriginal  
and Torres Strait Islander support

If you are in danger call 000 for police  
or ambulance.

ACKNOWLEDGEMENT OF COUNTRY

The City of Casey proudly acknowledges 
the traditional owners, Casey’s Aboriginal 
communities and their rich culture and 
pays respect to their Elders past, present 
and future. We acknowledge Aboriginal 
people as Australia’s first peoples and as 
the traditional owners and custodians of 
the land on which we work and live.

DIVERSITY STATEMENT

The City of Casey is home to a 
remarkable diversity of cultures, 
languages, faiths, identities, landscapes, 
and stories. From our first Australians to 
our most recent arrivals and every wave 
between, the City of Casey welcomes and 
represents all community members and 
their respective ambitions to live healthy, 
rewarding, and happy lives. These 
intersecting and overlapping community 
stories form Casey’s collective identity 
and contribute to its evolving, rich history. 
We recognise this diversity as our 
strength and we aim to share, nurture, 
and celebrate it.
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FOREWORD FROM THE CEO 

In 2021, according to the  
World Economic Forum’s  
Global Gender Gap report, 
Australia ranked 50th in the 
world in terms of gender 
equality. This is measured 
according to women’s  
economic participation,  
political empowerment, 
education, health and  
survival. In relation  
to health, and survival,  
we rank 99th in the world.

In the City of Casey, we see similar levels 
of gender inequality reflected in statistics 
such as:

• 54% of men and 36% of women in 
Casey believe that men should control 
the household, and women prefer a 
man in charge

• 1,320 women were victims of intimate 
partner violence from January to June 
2021, which is triple the State average.

These figures are confronting. They 
highlight the need for action in our homes, 
communities and workplaces. They urge 
us to speak up, take action  
and contribute to a world where women 
and all genders, no matter what their 
background, feel safe, respected and  
are treated as equals.

The City of Casey has a long-standing 
commitment to addressing gender 
inequality and preventing violence against 
women. We know there is much work to 
be done. The City of Casey Gender 
Equality Action Plan 2022-2026 (GEAP) 
is Casey’s second plan for addressing 
these issues in Council’s workplace. 

We have identified key priority areas 
for improvement that will be addressed 
through the GEAP, to ensure that all 
City of Casey staff have gender on 
the agenda.

The GEAP will help us make sure that  
all those working at Council:

• feel safe and are safe
• are treated fairly and equitably, 

and have the same opportunities 
to progress their careers

• know how to apply a gender lens 
across their work, to ensure that 
the different priorities of women, 
men and gender diverse people 
are considered.

This work will support A Safe and Equal 
Casey: Gender Equality and Prevention  
of Violence Against Women Strategic  
Plan 2022-2032, our organisation-wide 
strategy, developed in recognition of the 
long-term, systemic and structural changes 
that are need to address inequalities 
and prevent violence against women.

Council is committed to ‘walking the talk’ 
on gender equality. I encourage everyone 
to take responsibility to recognise  
and call out poor behaviour, attitudes, 
practices or processes, and create 
homes, communities and workplaces 
where we are all safe and equal.

Glenn Patterson
Chief Executive Officer (CEO)
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OUR VISIONCOMMITMENT STATEMENT 

The City of Casey has had a longstanding 
commitment to promoting gender equality 
and preventing violence against women 
and gender diverse people. The Gender 
Equality Action Plan 2022 – 2026 (GEAP) 
provides Council direction and priorities 
for workplace gender equality initiatives 
over the next four years and sits under  
A Safe and Equal Casey: A Gender 
Equality and Prevention of Violence 
Against Women Strategic Plan 2022-2032 
a transformative and innovative ten-year 
strategy to support gender equality  
and prevent violence against women  
for the City of Casey.

As a defined entity under the Gender 
Equality Act 2020, this is in line with 
Council’s obligations to develop a  
Gender Equality Action Plan to plan  
and implement actions that will progress 
gender equality in the workplace. Key 
learnings from our workplace gender 
audit, extensive staff consultations, 
together with evidence from the literature 
regarding what works to prevent violence 
against women, has led us to develop  
this GEAP.

Gender equality is a human right and a 
shared responsibility. All members of our 
Council and community should live in a 
safe and equal society, have access to 
equal power, resources and opportunities 
and be treated with dignity, respect  
and fairness. Gender equality provides  
all people, regardless of gender, 
opportunities to do their best work,  
live their best lives and contribute 
meaningfully to society. Importantly,  
it is also a precondition to the prevention 
of violence against women. City of Casey 
acknowledges the gender equality 
principles outlined in the Gender Equality 
Act and – through this Gender Equality 
Action Plan – aims to meet and exceed 
commitments.

Everyone is safe 
and equal in the 
City of Casey.

INTRODUCTION
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CASE FOR CHANGE

The GEAP is aligned to Change  
the Story, Australia’s national shared 
framework for the primary prevention  
of violence against women. This 
framework recognises that the following 
expressions of gender inequality  
have been shown in the international 
evidence to be most consistently 
associated with higher levels of  
men’s violence against women:

• Condoning of violence against 
women

• Men’s control of decision-making 
and limits to women’s independence 
in public and private life

• Rigid gender stereotyping and 
dominant forms of masculinity

• Male peer relations and cultures  
of masculinity that emphasise 
aggression, dominance and control

In Casey we see these inequalities 
expressed through statistics such as:

of women and 8% of men in Casey 
undertake more than 14 hours of 
domestic work per week.

30%

of men and 36% of women  
in Casey believe that men 
should control the household 
and that women prefer a man 
in charge.

54%
1320 women were victims of 
intimate partner violence from 
Jan to Jun 2021, which is triple 
the state average.

1320

of women and 14.7% of men 
have tertiary qualifications yet 
25% of men and 10% women 
earn more than $1250 a week.

18.4%
of women and 70% of men  
in Casey feel safe in public 
space at night.

26%

First statistic is from the VicHealth Indicator Survey 2015 and the remainder are from the Victorian 
Women’s Health Atlas https://victorianwomenshealthatlas.net.au/#!/.
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There has never been a more important 
time to drive gender equality and 
overcome entrenched gender barriers 
– within the workplace and across the 
community. The pandemic presents 
an opportunity to rethink, reflect and 
reset, and for the City of Casey to play 
a leadership role in driving meaningful 
change.

A leading workplace, and 
an employer of choice

Improved organisational 
performance, decision 
making and innovation

Enhanced service 
delivery in partnership 
with our community

A safe, equitable culture 
where employees can 
bring their whole selves 
to work

The City of Casey strives for gender equality because it is the right thing to do. 
It also brings many other tangible benefits:

As the closest tier of government  
to community, Casey’s workforce  
and decision-makers should be 
representative of the people it serves.  
It is incumbent upon Council to lead 
in the pursuit of gender equality, and 
to set the tone and standard for the 
local population.

GENDER EQUALITY ACTION PLAN 2022–2026 06

CASE FOR CHANGEINTRODUCTION



POLICY CONTEXT

The GEAP is informed by 
evidence and good practice  
at international, national and 
state level, including the 
Sustainable Development 
Goals, adopted by Australia 
and all UN Member States as 
part of the 2030 Agenda for 
Sustainable Development.

At the federal level, Council is guided by 
the National Plan for the Prevention of 
Violence Against Women and Children 
(2010-2022). Under this plan, Our Watch 
provides the shared framework for the 
primary prevention of violence against 
women in Australia (second edition): 
Change the Story. This is supported by 
Changing the Picture, supporting the 
prevention of violence against Aboriginal 
and Torres Strait Islander women and their 
children, Changing the Landscape, 
supporting the prevention of violence 
against women and girls with disabilities 
and Pride in Prevention, a guide by 
Rainbow Health Victoria for the prevention 
of family violence experienced by 
LGBTIQ+ communities.

At the state level, there is Ending Family 
Violence: Victoria’s 10-year plan for 
change, which outlines the Victorian 
Government’s response to the Royal 
Commission’s recommendations on 
preventing family violence. The Victorian 
Government has also developed the 
Gender Equality Act 2020, which requires 
the public sector with fifty or more 
employees to take positive action toward 
gender equality and publish regular 
reports on their progress to the Gender 
Equality Commissioner.

At the regional level, Women’s Health in 
the South East (WHISE) is the backbone 
organisation for the regional strategy for 
the prevention of violence against 
women, Promoting Respect and Equity 
Together: A Strategy to End Gendered 
Violence in the Southern Metropolitan 
Region 2021-2025.

At the local level, the City of Casey 
(Council) recognises that progress towards 
gender equality and the prevention of 
violence against women is a necessary 
and important part of Council’s 
commitment to its Long-Term Community 
Vision 2031, to become a more connected, 
bold and resilient community. The GEAP 
aligns with the directions set by City of 
Casey’s Council Plan 2021-25. It forms part 
of A Safe and Equal Casey: Gender 
Equality and Prevention of Violence 
Against Women Strategic Plan 2022-2032 
under which existing and future gender 
equality initiatives in both workplace and 
community sit. This in turn sits within  
the Health and Wellbeing Strategy 2021-
2025 and, in line with a mainstreaming 
approach, will connect closely with all 
Council’s Domain strategies including 
Economic Development, Infrastructure, 
Environment and Transformation.
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SITUATING THE GEAP AT CITY OF CASEY CONSIDERATION OF INTERSECTIONALITY

Council recognises that gender equality occurs in the context of other forms 
of discrimination, privilege and inequality. We need to take an intersectional 
approach and recognise the intersections between gendered drivers and 
other forms of social injustice, discrimination and oppression, including:

The GEAP has been developed with these considerations in mind and more 
is planned through implementation to centre the perspectives of those often 
marginalised or underrepresented in Council policies, programs and services.

Homophobia and 
preferencing
heterosexuality and 
heterosexual relationships

Racism, particularly for 
refugees and migrants

The ongoing impacts 
of colonisation for 
Aboriginal and Torres 
Strait Islander peoples

Ableism drives high 
levels of violence 
against women and 
girls with disabilities

Gender inequality 
and sexism

Transphobia and preferring 
cisgender (a person whose 
gender identity is the same 
as their sex at birth)

INTERSECTING    OPRESSIONS

Gender Equality and Prevention of Violence 
against Women Strategy 2022–2032

Community Action Plan Workplace Action Plan (GEAP) 
2022–2025

Council Plan and 10 Year Community Vision

Health &
Wellbeing

Economic
Development Infrastructure Environment Transformation
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CITY OF CASEY’S HISTORY OF GENDER EQUALITY WORK

The City of Casey was one  
of the first councils in Victoria 
to implement family violence 
prevention programs over ten 
years ago. Momentum has 
continued to build across  
the organisation, community 
and sector in recent years. 

This is Council’s second GEAP; the first 
Gender Equality Action Plan spanned 
2018-2021 and underwent significant 
revisions in 2019, following the 
appointment of a Gender Equity  
Officer, in preparation for the legislative 
frameworks proposed under the Gender 
Equality Bill (now Act).

The first GEAP aimed to develop an 
integrated whole-of-Council approach  
to increase gender equality in both the 
Casey community and workforce, with  
a focus on equality of outcomes as the 
focus and goal and a shift away from 
one-off events towards consistent 
messaging and actions that support 
cultural and systemic change.

The first GEAP has placed Council in a 
solid position to understand and address 
the gender equality priorities of both 
community and workforce in its future 
directions. Key successes included:

• A strengthened and growing internal 
Gender and Prevention Champions  
of Change group as well as reporting 
structures and partnerships across 
Council that have helped build  
a shared commitment to and 
responsibility for the work of gender 
mainstreaming.

• Ongoing dialogue and support at the 
executive level, which has created  
an enabling environment for gender 
equality work to progress at Council.

• The beginnings of community led, 
gender responsive programming 
through the establishment of City  
of Casey’s community Gender  
Equality Taskforce in March 2021.

• Development of a range of pandemic-
focused gender analysis tools, 
resources and training.

• Roll out of initial gender equality  
and prevention training and capacity 
development across Casey 
departments and the community  
to increase understanding around 
gender equality concepts.

• A strengthened approach to 
partnerships with Women’s Health  
in the South East (WHISE) and other 
growth area councils; particularly 
Cardinia and Greater Dandenong.

• Representing South East Melbourne 
area as an executive member of the 
MAV Gender Equality and Preventing 
Violence Against Women and all forms 
of Gender-Based Violence Network.
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MEANINGFUL 
CONSULTATION 
AND ENGAGEMENT

Casey’s Gender Equality 
Action Plan was developed 
through extensive targeted 
consultation. A working group, 
including key stakeholders 
from People and Culture  
and Connected Communities, 
has overseen and guided  
the development of this Plan.

Prior to April 2021

• Commenced initial engagement  
and communication to begin 
Gender Equality Audit process.

• Established cross-organisation 
working group.

April to June 2021

• Conducted 4 key informant 
interviews with organisational 
leaders.

• Collected Employee Experience 
Data for workplace gender audit. 
Begin analysis of initial results 
including intersectional gender 
inequality analysis.

• Established Workplace Gender 
Equality Taskforce (the Taskforce) 
via Expression of Interest. The 
taskforce comprised 50+ staff 
representing all organisation 
divisions, with diverse lived 
experience in terms of age, 
ethnicity, race and sexual 
orientation.  

50% of the taskforce were existing 
Gender Equality Champions of 
Change and 50% were new to 
gender work.

• Conducted initial consultation 
workshop with the Executive 
Leadership Team.

• Conducted 2 half day workshops 
with the Taskforce.
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January 2022 to March 2022

• Further consultation workshop 
conducted with Inclusion and 
Wellbeing Team to further develop 
intersectional considerations and 
measures.

• Draft GEAP written and shared to  
all staff via internal communications.

• Conducted 2 staff drop-in sessions 
for all/any staff interested in further 
information or wishing to share 
feedback on the draft GEAP.

• ELT endorsed final GEAP, including 
strategies, measures and strategic 
resource plan.

• Consultation and endorsement  
with governing body.

• Submitted GEAP to the Public Sector 
Gender Equality Commissioner.

30 June 2021

• Extracted relevant final workforce 
data for workplace gender audit.

July to August 2021

• Analysed workplace gender audit 
results, identified gaps for further 
qualitative exploration.

• Removed personal/identifying data 
from workplace audit results.

August to December 2021

• Shared results of the workplace 
gender audit and sought reflections 
from key stakeholders including the 
People and Culture teams 
responsible for sexual harassment 
prevention, organisational learning 
and workforce planning, as well as 
the City Planning and Infrastructure 
division regarding the initial gender 
competency training pilot and the 
Executive Leadership Team.

• Shared information on the process 
with employee representatives .

• Conducted 2 half day workshops 
with the Taskforce to share results  
of the workplace gender audit, 
undertake further inquiry and start 
to identify priorities and develop  
key strategies and measures.

• Conducted workshop with 
Executive team to agree priorities 
and clarify Executive role and vision.

• Developed further communications 
plan for 2022 roll out.

1 December 2021

• Submitted workplace audit to the 
Public Sector Gender Equality 
Commissioner.
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BASELINE AUDIT 
ANALYSIS

As a defined entity under the Act, 
Council is required to conduct a 
workplace gender equality audit to 
assess the state and nature of gender 
inequality in its workplace, as at 30 
June 2021. Legislative compliance 
aside the aim expressed by the 
Executive is that the City of Casey  
not just meet but seek to exceed  
in its requirements.

The intent of this first workplace gender 
equality audit was to establish a 
baseline assessment of gender equality 
at Council. It provides a starting point 
from which the Council can:

• Identify any critical gaps, areas 
for improvement and challenges 
to address in its GEAP

• Monitor and measure progress 
made in relation to workplace 
gender equality, including whether 
strategies and measures are 
effective.

Workforce data, gathered from 
the Council’s internal payroll and 
HR systems as at 30 June 2021.

01

Employee experience data, 
gathered via the People Matter 
Survey, administered by the 
Victorian Public Sector Commission 
during June-July 2021.

02

Other staff insights, gathered from 
gender equality and unconscious 
bias workshops facilitated by Right 
Lane Consulting, homework sheets 
completed by workplace taskforce 
members, interviews with key 
leaders, staff drop-in sessions and 
Executive Leadership Team insights.

03

In completing this audit, data was 
collected from three main sources:

Note on workforce 
composition levels 

Findings on workforce 
composition are calculated  
in terms of reporting levels to 
CEO, as required by the Gender 
Equality Act. This may or may  
not relate to pay or banding  
levels in Council. 

0 = CEO 

-1 =  directors who report  
to CEO 

-2 =  managers reporting  
to directors 

-3 =  Band 8/reporting  
to managers

-7 = Band 2
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WORKPLACE GENDER AUDIT RESULTS

Key insights/analysis from  
the audit are listed in the  
table below, including  
insights from applying  
an intersectionality lens  
to analysis.

Intersectional data through the audit 
process was limited as this was not 
initially collected through internal systems 
and confidentiality of survey responses 
did not allow for disaggregation beyond 
gender (see below). A focus on including 
intersectional workforce data will be 
considered as part of future audits to 
address significant remaining gaps in  
our understanding of barriers faced by 
those with intersecting experiences  
of discrimination.

The workplace taskforce was established to provide insights and develop the GEAP, and included representation 
from the LGBTIQ+ community as well as people from diverse cultural backgrounds and across different age ranges. 
Further information was sought through staff drop-ins and specific consultation with the Inclusion and Wellbeing team.

Aboriginal and/or Torres  
Strait Islander

person with disability

trans, non-binary 
or gender diverse

0% 8%

1%

sexuality is gay, lesbian, 
bisexual, pansexual, asexual, 
used a different term or  
don’t know

8%

speak a language other 
than English with their 
family or community

born outside of Australia

23% 22%

The 28% of staff who responded to the 
People Matter Survey self-identified as follows:
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Table 1: Key and intersectional findings against 
Gender Equality Act workplace indicators

Indicator Key findings Intersectional findings

Gender 
composition

71% of Casey’s workforce identify as women. There is fairly even representation at 
higher levels, and many more women at lower levels. At level -7 women make up 
74% (see table on levels above).

80% of survey respondents agree that City of Casey has a positive culture in relation 
to different genders.

73%1 of staff agreed there is a positive culture of diversity and inclusion at City of 
Casey; this compares to 69% average for local councils. 

Fewer respondents agree that there is a positive workplace culture in relation to 
Aboriginal and Torres Strait Islander people and those with disabilities, compared  
to other intersectional characteristics.

Utilisation of 
flexible work

48% of staff work part time or casually. Of 39% who work part time, 83% are women. 
All staff from level -2 and above work full time. 

69% of survey respondents believe that City of Casey has a positive culture in 
relation to use of flexible working arrangements. 84% agree that City of Casey  
is supportive of employees with caring responsibilities; 11% were neutral.

Staff perceptions of availability of flexible work arrangements were significantly less 
positive amongst those who either self-described or preferred not to say their gender 
e.g. 51% disagreed with the statement ‘using flexible work arrangements is not a 
barrier to success in my organisation’, compared to 79% of men and 62% of women. 

Employees with disabilities were significantly less likely to agree that there is a positive 
culture in relation to flexible work (61% compared to 71% of people without disabilities).

Recruitment  
and promotion

While 55% of staff promoted in the past FY were women, 72 of the 75 employees 
promoted were full time workers. 

52% of survey respondents agreed that City of Casey makes fair recruitment  
and promotion decisions.

76% of survey respondents agreed that senior leaders actively support diversity  
and inclusion in the workplace. However this varied significantly between men (81%), 
women (77%) and respondents who self-described or preferred not to say (56%). 

The following is not a barrier to success in my organisation: 
• Gender 76% 
• Aboriginal and/or Torres Strait Islander 69% 
• Cultural background 76% 
• Sexual orientation 76% 
• Disability 65% 
• Age 60% 

See data gaps section below regarding survey demographics and impact/limitation 
of perceptions.

Gendered 
segregation

Data were limited on this indicator however 81% of survey respondents agreed  
that work was allocated fairly in their workgroup, regardless of gender.

No intersectional workforce data available. Key informant interviews and workshops 
reflected on Casey’s lack of knowledge in relation to intersectionality and gendered 
segregation.

1  This is the aggregate of the six questions asked in relation to positive culture.
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Indicator Key findings Intersectional findings

Sexual 
harassment

Available workforce data suggests no formal complaints in FY21 however 6% of 
survey respondents indicated they had experienced behaviour that constitutes 
sexual harassment.

No intersectional workforce data available on sexual harassment. 

10% of respondents who self-described or preferred not to say their gender experienced 
discrimination in the preceding year. Discrimination was experienced in relation to age for  
37% of respondents.

Equal 
remuneration

Data was not provided for this indicator. No intersectional data available.

Composition of 
governing bodies

City of Casey is currently governed by a panel of administrators appointed by the 
State Government. The panel includes 1 woman and 2 men.

No intersectional data available.

See Annex 1 for the detailed audit report.

CURRENT DATA GAPS AND PLAN FOR BUILDING DATA COLLECTION

While attempts were made to identify and 
report workforce data accurately, there 
are significant gaps where data is not 
currently captured. In recognition of this, 
City of Casey has committed to 
strengthening its approach to data 
collection as one of the top three 
priorities in the GEAP.

The People Matter Survey was completed 
by 508 respondents, which means it 
provides a snapshot of the subjective 
views of 28% of City of Casey staff. The 
survey results therefore do not represent 
the views or demographics of all staff. 
This also relates to intersectional data 
findings – while support for diversity and 
inclusion was generally seen as a 
strength at Casey, these perceptions  

are likely limited by the respondents’ own 
experiences. This can be seen in findings 
such as more men agreed that gender is 
not a barrier to success than women. 
Increased representation may lead to 
lower levels of agreement; something to 
keep in mind when analysing future audits.

Workforce intersectional data were also 
limited. Council’s kiosk/payroll survey 
system is now set up to collect this 
information and initial communications 
have been rolled out in relation to this, 
however data will take time to accrue  
as people add information or join  
the organisation.

Indicator Data limitation

Gender 
composition

Employee gender has been assumed, not self-identified.

Utilisation of 
flexible work

No workforce data is available for parental leave, family violence leave and 
carer’s leave as flexible work arrangements are not currently captured in 
organisational systems.

Recruitment 
and promotion

Recruitment data was not provided. Career development training is not 
currently captured in Council records.

Gendered 
segregation

City of Casey does not currently map to ANZSCO codes.

Sexual 
harassment

No data gaps identified.

Equal 
remuneration

Remuneration data was not able to be collected in the Commission’s required 
format, and therefore a gender pay gap was unable to be calculated.

Composition 
of governing 
bodies

City of Casey is currently governed by a panel of administrators; administrator 
genders were assumed, not self-identified.

Table 2: Data limitations against Gender Equality Act workplace indicators
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OTHER INFORMATION SOURCES/
DATA CONSIDERED

Review and analysis of other relevant 
documents was undertaken including 
Casey’s previous GEAP and Prevention 
of Family Violence Strategy, the Local 
Government Act 2020, the Gender 
Equality Act 2020, the Victorian 
Government’s Safe and Strong: A 
Victorian Gender Equality Strategy,  
and OurWatch’s updated Change  
the Story framework.

The City of Casey has also developed 
A Safe and Equal Casey: Gender Equality 
and Prevention of Violence Against 
Women Strategic Plan 2022-2032.
This includes a theory of change and 
vision for how Casey will progress 
towards gender equality in both 
community and workplace settings, 
developed in consultation with staff and 
over 20 key partners in the sector. 
It articulates key principles that underpin 
our work, and outlines strategic 
measurable outcomes (see Annex 2 
for full theory of change). This GEAP 
sits under this overarching strategy 
and supports the development of 
internal capability.
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A SAFE AND EQUAL CASEY: GENDER EQUALITY AND PREVENTION OF VIOLENCE AGAINST WOMEN STRATEGY (2022-2032)

IF WE: THIS WILL RESULT IN:

OUR WORK IS UNDERPINNED 

BY OUR PRINCIPLES

We are led by communities 

and build on their strengths

We take intersectional 

forms of oppression, 

discrimination and privilege 

into account

We recognise and 

challenge power dynamics, 

including our own

We understand one size 

does not fit all 

We draw on evidence and diverse 

knowledges, especially those with 

lived experience of inequality and 

gender-based violence

CONTRIBUTE TO:

Our 
vision

People are not constrained
by gender stereotypes and
social norms 

Women and diverse genders are 
independent and actively engaged
in all spheres of decision-making

Organisations, institutions
and public places are safe,
fair and equitable 

Men and boys develop healthier 
masculinities and positive male
peer relationships 

Positive, equal and respectful 
relationships are strengthened

Communities 
deciding their 
priorities 

Communities and 
partners being 
supported to test
and trial solutions

Casey, partners and 
communities learning 
together about what 
works in Casey

Casey Council improving 
their awareness, 
attitudes,  capabilities 
and practice

To foster communities in 
Casey that are inclusive, 
support and promote gender 
equality, and reject violence 
against women

To work with partners and 
community in supporting 
gender equality and 
developing and implementing 
prevention of violence against 
women initiatives

To ensure Casey Council 
services, programs and 
policies are gender equitable, 
and inclusive of strategies 
preventing violence against 
women

To build an organisational 
culture that is safe and 
equitable where all 
employees can bring their 
whole selves to work 

LEAD TO OUR STRATEGIC OBJECTIVES:

01

02

03

04

Build strong 
internal

and external 
partnerships

Build strong 
relationships with 

communities 
based on trust

Implement our 
Gender Equality 

Action Plan 

Are bold
and innovative

Make
sure we 

continually…

ACT

LEA
R

N

R
EFINE

Everyone
is safe and 
equal in the 

City of Casey
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The GEAP is relevant to all four 
strategic objectives (see Theory  
of Change above), however speaks 
directly to two:

This is Casey’s second GEAP; this plan builds on previous Council work  
and seeks to address the key priorities emerging from the recent workplace 
gender audit and extensive staff consultations across 2021 and 2022. 

These are:

A clear message from consultations and learning from the previous GEAP was 
that it is better to focus intensively on three key areas and do these well, rather 
than try and stretch resourcing across a broader range of actions. Given the 
overlapping nature of the workplace indicators it is anticipated that these three 
priorities will lead to improvements across all seven workplace indicators.

Priority 1: Preventing and 
responding to workplace  
sexual harassment

Priority 2: Establishing  
our architecture (systems,  
policies, data)

Priority 3: Building  
gender equality awareness,  
commitment and capacity

PRIORITY AREAS, 
STRATEGIES AND MEASURES

To ensure Casey Council services, 
programs and policies are gender 
equitable, and inclusive of 
strategies preventing violence 
against women

03

To build an organisational culture 
that is safe and equitable where all 
employees can bring their whole 
selves to work 

04
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Intermediate outcome 3 

Gender equality capability in Council 
is developed.

Intermediate outcome 4 

Gender equality is embedded in internal 
policies, procedures and systems.

PRIORITY 1: PREVENTING 
AND RESPONDING TO 
WORKPLACE SEXUAL 
HARASSMENT

Sexual harassment has been illegal in 
Australian workplaces since 1984 however 
remains as prevalent as ever. It occurs in 
every industry, at every level. Audit 
findings and consultations at Council 
showed that significant work needs to  
be done to strengthen our understanding 
of sexual harassment and clearly 
communicate both zero tolerance and  
the complaints processes to staff. Gender 
inequality is the key power disparity that 
drives sexual harassment, compounded 
by other forms of intersecting 
discrimination (Australian Human Rights 
Commission, 2020), and so we have 
chosen strategies that support culture  
and systems change, including active 
bystander interventions and training.

Priority 1 speaks directly to the following 
Strategic Plan intermediate outcomes:

Strategy Timeline Responsible 
Department

Measures
22/23 23/24 24/25 25/26

Review and update the Acceptable 
workplace behaviours policy implementing 
all Casey commitments to VAGO 
recommendations, and include a definition of 
sexual harassment.

*Review and seek further input to ensure an 
intersectional lens.

● People and 
Culture

• People Matter Survey/Internal 
Survey reports of sexual harassment 
compared to HR system reports of 
sexual harassment

• % people who understand what 
constitutes sexual harassment, as 
identified by pulse or other surveys

• % people who are aware of how to 
report incidents of sexual 
harassment

• % people who would be prepared to 
take some form of bystander action

• % of people who would be prepared 
to raise an incident of sexual 
harassment with a manager or HR

• Where possible, disaggregated by 
department/division/gender/
intersectional characteristics.

Explore development of an anonymous 
reporting tool

*Ensure the tool is accessible and culturally 
relevant.

● People and 
Culture

Review complaints procedure to ensure 
confidentiality, reporting and accountability 
is in line with recommended best practice.

*Ensure accessible and culturally relevant 
procedures.

● People and 
Culture

Deliver ongoing, recurring prevention of 
sexual harassment and response training to 
include tools and resources on sexual 
harassment, reporting and being an active 
bystander.

*Ensure delivery modes are accessible/
reasonable accommodations are provided. 
Seek support from specific training 
providers re specific considerations in 
relation to disability, cultural background, 
age etc.

● ● ● People and 
Culture

w Connected 
Communities

Set up intranet page and develop comms 
campaign speaking up against sexual 
harassment.

*Ensure accessible and intersectional 
representation in comms materials.

● People and 
Culture
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PRIORITY 1: PREVENTING AND RESPONDING  
TO WORKPLACE SEXUAL HARASSMENT



PRIORITY 2: ESTABLISHING  
OUR ARCHITECTURE 
(SYSTEMS, POLICIES, DATA)

This priority recognises the work that 
needs to be done to ensure policies  
that are in line with good practice and  
set up systems and processes for data 
collection and analysis going forward.

Priority 2 speaks directly to the following 
Strategic Plan intermediate outcome:

Strategy Timeline Responsible 
Department

Measures
22/23 23/24 24/25 25/26

Conduct a review of key policies and 
procedures to ensure alignment with current 
standards and assess from a gender/
intersectional perspective.

● ● ● ● People and 
Culture

• data gaps filled per 2023 progress 
report and 2025 audit

• # policies, procedures and systems 
that have now embedded gender 
equality and intersectionality 
analysis

• % of policy recommendations 
implemented

• % of system recommendations 
implemented

Explore and address capacity and 
resourcing for data capture, software 
systems, management and automated 
reporting.

*Review for digital accessibility.

● People and 
Culture

Review data collection processes (incl. 
systems, forms, templates etc.) across the 
employee life cycle to support improved 
data capture and digital storage, including 
self-identified and intersectional data.

*Review for digital accessibility.

● ● ● People and 
Culture

Explore divisional-level KPIs relating to 
gender equality indicators.

*Incorporate intersectional indicators.

● ● ● People and 
Culture

Intermediate outcome 4

Gender equality is embedded 
in internal policies, procedures 
and systems.
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PRIORITY 2: ESTABLISHING OUR ARCHITECTURE 
(SYSTEMS, POLICIES, DATA)



Intermediate outcome 3 

Gender equality capability in Council 
is developed.

Intermediate outcome 4 

Gender equality is embedded in internal 
policies, procedures and systems.

PRIORITY 3: BUILDING 
GENDER EQUALITY 
AWARENESS, COMMITMENT 
AND CAPACITY

Gender equality awareness, commitment 
and capacity development form the 
foundation for all other work that 
progresses gender equality. The aim  
is for as many people as possible to 
understand and be committed to why 
 this work is important and relevant to all 
work of Council, to support sustainable, 
impactful change. The strategies for  
this priority support us to go beyond 
compliance and ensure that all other 
actions such as Gender Impact 
Assessments, internal policy reviews, 
prevention of sexual harassment are 
addressed in meaningful ways.

Priority 3 speaks directly to the following 
Strategic Plan intermediate outcomes:

Strategy Timeline Responsible 
Department

Measures
22/23 23/24 24/25 25/26

Develop a communications campaign to  
drive gender equality awareness, including 
through stories and sharing of data and GEAP 
progress.

*Prioritise stories and data that speak to 
intersectional experiences of gender 
inequality.

● ● ● ● Connected 
Communities

w Communications

• Uptake and effectiveness of  
relevant training (e.g. post-training 
competency evaluation)

• Employee perception of their own 
ability to apply gender equality 
knowledge in their work (post-
training competency evaluation  
and/or pulse survey)

• Employee perception of their own 
ability to apply intersectional 
knowledge in their work (post-
training competency evaluation  
and/or pulse survey)

• Employee perception of leadership 
(all levels) knowledge and 
commitment to gender equality 
(pulse survey)

• Where possible, disaggregated  
by department/division/gender/
intersectional characteristics.

Support an internal champions group to 
co-design divisional training, drive change, 
identify improvements and manage 
resistance.

● ● ● ● Connected 
Communities 

w Safer 
Communities

Build gender equality capacity across 
Casey, by providing foundational gender 
equality, intersectionality and unconscious 
bias training (including through partnership 
and consultation with lived experience).

● ● ● ● Connected 
Communities

Provide GIA training, tools and resources, 
including intersectionality, to relevant 
departments.

● ● ● ● Connected 
Communities

Build people leader capacity across gender 
equality and prevention, speaking up and 
role modelling.

* Ensure leaders from diverse backgrounds 
and with intersecting lived experience are 
prioritised for opportunities where possible.

● ● ● Connected 
Communities
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MEASURING PROGRESS

Casey is committed to building an evidence base on primary 
prevention: exploring what works, for whom and why. We are 
also committed to accountability, to those that fund our work, 
to our community partners who work alongside us, and the 
women who are impacted by gender-based violence.

LEADERSHIP AND RESOURCING

Executive commitment to  
and endorsement of GEAP

There is strong and genuine commitment 
from Casey’s current Executive 
Leadership Team to progress gender 
equality. The need to substantively 
support gender equality, and the 
prevention of violence against women,  
is deeply felt by leaders and sponsors. 
This is demonstrated by leadership 
commitment not only to this 4 year GEAP 
but the development of an overarching 
10 year Gender and Prevention Strategy.

The Executive was engaged consistently 
throughout the audit and GEAP 
development and formally endorsed  
the GEAP in March 2022.

Establishment of cross-functional 
working group

A cross-function working group was 
established to lead the development  
of this GEAP. This group is comprised  
of staff from People and Culture and 
Connected Communities. This group  
will continue to oversee implementation 
of the workplace-focused actions under 
the GEAP, drawing on other key 
stakeholders from across the organisation 
as needed. 

A separate working group is planned for 
oversight of the community-facing gender 
equality actions and both groups will 
come together every three months to 
ensure alignment across internal and 
external activities and reflect on what is 
being learned through day-to-day 
implementation and relevant implications.

Seek key influencers at all levels 
across entity to be advocates 
within their areas

Casey has an established gender 
Champions of Change with more than 
60 members across the organisation.  
A key component of the awareness 
raising/buy-in priority is to draw on the 
enthusiasm and expertise of this group 
to cascade learning across different 
divisions and departments.

The GEAP strategies will be monitored 
through the measures outlined in the 
above plan. These measures will be 
captured quarterly through CAMMS, 
Council’s internal reporting system and 
reviewed annually. A progress report 
will be presented to ELT at the end of 
each financial year.

These measures feed into our overarching 
Strategic Plan monitoring, evaluation and 
learning (MEL) framework. This framework 
provides a guide to how we will measure 
our impact, learn and improve, as we work 
to achieve our long-term vision and make 
a difference in our work towards gender 
equality.

We have developed five key evaluation 
questions to the guide the MEL and 
these are underpinned by specific 
sub-questions for different phases 
of the strategic plan (see Annex 3 
for further details).

Council will use this framework to 
undertake a wider external review in 
2025 alongside the biennial progress 
report to the Gender Equality 
Commissioner. This review will consider 
Casey’s workplace and community 
gender initiatives and be made publicly 
available to encourage wider reflection 
and learning around what works to 
progress gender equality in the City of 
Casey context.
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Strategic Resource Plan

This Strategic Resource Plan will ensure 
that the GEAP is implemented and 
progressed with sufficient resourcing 
and staff in order to meet Council 
obligations under the Act. It outlines 
costs for each priority area and strategy 
including where costs are being 
absorbed and therefore already 
budgeted within existing departmental 
allocations or whether additional 
resources are required. The City  
of Casey as a workplace is a large 
microcosm employing approximately 
2,000 staff, delivering services and 
support to over 364,600 residents. 
Resourcing to implement the plan 
needs to be adequate and 
proportionate to the size of the 
organisation and change that it  
is attempting to achieve.

Coordination, monitoring and reporting of GEAP
Budget 22/23
0.2 EFT (Gender Equity Officer)

Priority 1: Preventing and responding to workplace sexual harassment

Review acceptable workplace behaviours policy implementing all Casey commitments to VAGO 
recommendations and include a definition of sexual harassment.

In kind - Cross divisional support

0.2 EFT (People and Culture)

$30,000 Active bystander trainingExplore development of an anonymous reporting tool

Improve complaints procedure to enhance confidentiality, reporting and accountability.

Deliver ongoing, recurring prevention of sexual harassment and response training to include 
tools and resources on sexual harassment, reporting and being an active bystander.

Set up intranet page and develop comms campaign speaking up against sexual harassment.

Priority 2: Establishing our architecture (policies, data, systems)

2.2  Conduct a review of key policies and procedures to ensure alignment with current standards 
and assess from a gender/intersectional perspective.

In kind - Cross divisional support

0.4 EFT (People and Culture)

$50,000 expenditure for stakeholder/program 
mapping and/or system streamlining and/or 
anonymous reporting tool development, or for 
consultant to undertake policy review

2.3  Explore and address capacity and resourcing for data capture, software systems, 
management and automated reporting.

2.4  Review data collection processes (incl. systems, forms, templates etc.) across the employee 
life cycle to support improved data capture and digital storage, including self-identified and 
intersectional data.

Explore divisional-level KPIs relating to gender equality indicators.
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Coordination, monitoring and reporting of GEAP
Budget 22/23
0.2 EFT (Gender Equity Officer)

Priority 3: Building gender equality awareness, commitment and capacity

3.1  Develop a communications campaign to drive gender equality awareness, 
including through stories and sharing of data and GEAP progress.

0.5 EFT (Gender Equity Officer) 
0.2 EFT (Family Violence Prevention Officer)

$15,000 International Womens Day event

$9,000 Champions training

In kind - Cross divisional support

$15,000 Internal communication campaign

$5,000 16 Days Campaign

$15,000 competency training

$50,000 gender responsive budgeting 
development, workshops and roll out

$25,000 development of GIA resources and 
workshops to roll out

$2,500 Champions forum

$10,000 Champions Systems Change

3.2  Support an internal champions group to co-design divisional training, 
drive change, identify improvements and manage resistance.

3.3  Build gender equality capacity across Casey, by providing foundational 
gender equality, intersectionality and unconscious bias training (including 
through partnership and consultation with lived experience).

3.4  Provide GIA training, tools and resources, including intersectionality, 
to relevant departments.

3.5  Build people leader capacity across gender equality and prevention, 
speaking up and role modelling.

Total 0.7 EFT (Gender Equity Officer*)  
0.2 EFT (Family Violence Prevention Officer)  
0.6 EFT (People and Culture) 

$226,500 (excl staff costs)
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ANNEX 1: AUDIT DATA TABLE

Indicator

Recommended minimum standard Optional additional detail

Workforce data Employee experience data Workforce data Employee experience data

1 – Gender 
composition of 
the workforce

Overall gender composition  
of the workforce: 
1,380 (71%) Female, 575 (29%) Male 

Overall gender composition of  
the workforce, by employment basis  
(full time, part time and casual) 

Full time 
52% of staff work Full time (1017) of that: 
38% are Men, 62% are Women 

Part time 
39% of staff work Part time staff
(759) of that: 
17% are Men, 83% are Women 

Casual 
9% of staff work Casual (179) of that: 
31% are Men, 69% are Women

Percentage of survey respondents 
who agreed with the following 
statement, by gender: 

There is a positive culture within my 
organisation in relation to employees 
of different sexes/genders: 

Overall 80% of the 508 respondents 
believe that there is a positive culture 
in relation to employees of different 
sexes/genders. 

• 88% men respondents agree 
• 78% women respondents agree 
• 62% respondents who self-

describe or prefer not to say agree

Gender composition of the 
workforce by level to CEO and/or 
other relevant classifications/
groupings 

Level 0 – CEO 
Male – 100% , Female – 0% 

Level -1 – Executive Leadership 
Team 
Male – 50% , Female – 50% 

Level -2 – Casey Leadership Team 
Male – 46% , Female – 54%

Level -3 – direct reports to the level 
above 
Male – 52%, Female – 48% 

Level -4 – direct reports to the level 
above 
Male – 41%, Female –59% 

Level -5 – direct reports to the level 
above 
Male – 43%, Female – 57% 

Level -6 – direct reports to the level 
above 
Male – 37%, Female – 63%

Level -7 – direct reports to the level 
above 
Male – 26%, Female – 74%

Percentage of survey respondents who agreed with 
the following statements, by gender: 

There is a positive culture within my organisation 
in relation to employees who are Aboriginal and/or 
Torres Strait Islander: 

73% men respondents agree 
69% women respondents agree 
54% respondents who self-describe or prefer not to say agree 

There is a positive culture within my organisation in relation 
to employees from varied cultural backgrounds: 

83% men respondents agree 
81% women respondents agree 
69% respondents who self-describe or prefer not to say agree 

There is a positive culture within my organisation in relation 
to employees of different age groups: 

80% men respondents agree 
69% women respondents agree 
49% respondents who self-describe or prefer not to say agree 

There is a positive culture within my organisation in relation 
to employees who identify as LGBTIQ: 

74% men respondents agree 
77% women respondents agree 
56% respondents who self-describe or prefer not to say agree 

There is a positive culture within my organisation in relation 
to employees with disability: 

74% men respondents agree 
65% women respondents agree 
51% respondents who self-describe or prefer not to say agree
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Indicator

Recommended minimum standard Optional additional detail

Workforce data Employee experience data Workforce data Employee experience data

2 – Gender 
composition of 
governing body

Gender composition of the  
governing body: 

City of Casey is currently governed  
by a panel of administrators appointed 
by the State Government. The panel 
includes: 

1 woman, 2 men.

None None None

3 – Pay equity Remuneration data was not provided 
in the Commission’s required format, 
and therefore a gender pay gap was 
unable to be calculated.

None None None

4 – Sexual 
harassment

Number of formal sexual harassment 
complaints made:
0%

Percentage of survey respondents in the organisation who experienced sexual 
harassment, by gender (calculated by subtracting the percentage of survey 
respondents who selected “No, I have not experienced any of the above  
[sexual harassment] behaviours” from 100%) 

5% men respondents agree 
7% of women respondents agree 
5% of respondents who selected ‘prefer not to say’ or ‘use a different term’  
for their gender respondents agree 

Percentage of survey respondents who agreed with the following statements,  
by gender: 

I feel safe to challenge inappropriate behaviour at work 

83% men respondents agree 
70% women respondents agree 
51% respondents who selected ‘prefer not to say’ or ‘use a different term’  
for their respondents agree 

My organisation takes steps to eliminate bullying, harassment and discrimination 

77% men respondents agree 
67% women respondents agree 
51% respondents who selected ‘prefer not to say’ or ‘use a different term’  
for their gender agree 

My organisation encourages respectful workplace behaviours 

94% men respondents agree 
90% women respondents agree 
77% respondents who selected ‘prefer not to say’ or ‘use a different term’  
for their gender agree

None None
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Indicator

Recommended minimum standard Optional additional detail

Workforce data Employee experience data Workforce data Employee experience data

5 – Recruitment 
and promotion

None Percentage of survey respondents who agreed with  
the following statements, by gender: 

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

65% men agree, 48% women agree 
33% respondents who selected ‘prefer not to say’ or  
‘use a different term’ for their gender agree 

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

57% men agree, 46% women agree 
18% respondents who selected ‘prefer not to say’ or  
‘use a different term’ for their gender agree

Gender is not a barrier to success in my organisation 

82% men agree, 75% women agree 
56% respondents who selected ‘prefer not to say’ or  
‘use a different term’ for their gender agree 

Being Aboriginal and/or Torres Strait Islander is not a 
barrier to success in my organisation 

69% respondents Agree or Strongly agree 

Cultural background is not a barrier to success in my 
organisation 

76% respondents Agree or Strongly agree

Sexual orientation is not a barrier to success in my 
organisation 

76% respondents Agree or Strongly agree 

Disability is not a barrier to success in my organisation 

65% respondents Agree or Strongly agree 

Age is not a barrier to success in my organisation 

60% respondents Agree or Strongly agree

Gender composition of recruitments, promotions,  
higher duties, internal secondments, exits, career 
development opportunities, by level to CEO or  
other relevant classifications/groupings 

Level 0 
Male – 0, Female – 0 

Level -1 
Male – ,0 Female – 0 

Level -2 
Male – 0, Female – 1 

Level -3 
Male – 1, Female – 4 

Level -4 
Male – 3, Female – 4 

Level -5 
Male – 10, Female – 5 

Level -6 
Male – 5, Female – 3 

Level -7 
Male – 5, Female – 7

None
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Indicator

Recommended minimum standard Optional additional detail

Workforce data Employee experience data Workforce data Employee experience data

6 – Leave and 
flexibility

Proportion of the workforce using formal 
flexible working arrangements 

• 39% of staff work part time (762 staff) 
• 9% of staff work casually (176 staff) 

Proportion of the workforce using formal 
flexible working arrangements, by gender 

Female: 

• 46% of all women work full time; 
• 46% work part time; 
• 9% work casually 

Male: 

• 68% of all men work full time; 
• 23% work part time; 
• 10% work casually 

Gender composition of people in the 
organisation who have taken parental 
leave 

Gender composition was not provided in 
the Commission’s required format, and 
therefore we do not have stats on this. 

Number of people who exited the 
organisation during parental leave,  
by gender 

Parental leave data was not provided in  
the Commission’s required format, and 
therefore we do not have stats on this.

Percentage of survey respondents who 
agreed with the following statements, by 
gender: 

My organisation would support me if I 
needed to take family violence leave 

83% male respondents agree 
89% female respondents agree 
79% respondents who self-described or 
prefer not to say agree 

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

86% male respondents agree 
75% female respondents agree 
62% respondents who self-described or 
prefer not to say agree 

My organisation supports employees with 
family or other caring responsibilities, 
regardless of gender 

92% male respondents agree 
83% female respondents agree 
69% respondents who self described or 
prefer not to say agree

Proportion of the workforce using 
formal flexible working arrangements, 
by gender and level to CEO or other 
relevant classifications 

96% of employees at Level -6 or above 
work full time 

• All members of the Executive 
Management Team (CEO and Level -1) 
work full time 

• All Senior Leadership Team members 
(CEO, Level -1 and Level -2) work full 
time 

• At Level -7, 44% of staff work full time, 
45% work part time and 11% work 
casually

Percentage of survey respondents who 
agreed with the following statements, by 
gender: 

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

We do not have statistics on this. 

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

79% male respondents agree 
62% female respondents agree 
51% respondents who self-described or prefer 
not to say agree 

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

79% male respondents agree 
63% female respondents agree 
49% respondents who self-described or prefer 
not to say agree 

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

We do not have statistics on this.
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Indicator

Recommended minimum standard Optional additional detail

Workforce data Employee experience data Workforce data Employee experience data

7 – Gendered 
segregation

Gender composition of ANZSCO code 
major groups in the organisation: 

• 1 – Managers 
• 2 – Professionals 
• 3 – Technicians and trades workers 
• 4 – Community and personal service 

workers 
• 5 – Clerical and administrative workers 
• 6 – Sales workers 
• 7 – Machinery operators and drivers 
• 8 – Labourers 

City of Casey does not currently map to 
ANZSCO codes therefore we do not have 
data on this.

None Gender composition of key groups at 
more detailed levels of the ANZSCO 
code hierarchy 

City of Casey does not currently map to 
ANZSCO codes. 

Gender composition of relevant work 
groups (e.g. divisions) 

1955 people were employed by the City 
of Casey as at 30 June 2021. 

71% of all staff identify as women. 

Casey has a male CEO, and a relatively 
even split of representation at higher 
levels (-1 to -3). 

Women predominate in lower-level 
positions from level -4 to level -7. 

At Level -7 (which comprises 84% of all 
staff), women make up 74%

Percentage of survey respondents who 
agreed with the following statements, by 
gender: 

My organisation uses inclusive and respectful 
images and language 

In my workgroup work is allocated fairly, 
regardless of gender 

We do not have statistics on this.
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ANNEX 2: MEL FRAMEWORK

KEQs Sub-questions Potential measures for the early years

1.  How and in what ways does 
context influence the 
progress of the strategy?

1.1  To what extent do we understand GE and PVAW work happening 
across Council, our partners and the community?

Internal and external stakeholder and activity mapping complete

1.2  To what extent are we learning and understanding the strengths 
and needs of different communities across Casey?

Council better understands the population they serve and are better able to address their needs

2.  To what extent are we 
adhering to our principles?

2.1  To what extent are the principles meaningful to stakeholders? Council staff and partners agree to shared principles

2.2  To what extent, and how, are the principles being applied, 
implemented and manifested?

Different communities feel genuinely included in decision making about the strategy

Members of different communities’ help shape the shared vision and priorities for the strategy

Evidence and learning from communities on what works and doesn’t work has informed decision 
making on what activities are funded/prioritised

The strategy’s governance groups include voices from different stakeholders

Different people feel they were able to engage in a way that suited them

Council policies and practices include an intersectional and power analysis

A Safe and Equal Casey: Gender Equality and Prevention of Violence Against Women Strategic Plan 2022 - 2032
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KEQs Sub-questions Potential measures for the early years

3.  What is working well and 
not working well?

3.1  How well have we set up the foundations of the strategy? Council, partners and other stakeholders have a shared vision for change, including a common 
understanding of the problem

There are clear action plans that set out activities that Council and partners have committed to 
implementing

Working groups (or other collaborative structures) coordinate activities in alignment with the plan of 
action

Stakeholders have clear approaches/goals for their own contribution to their working group

There is sufficient operating support to enable the core Council team to fulfil its responsibilities under 
the strategy

3.2  How effective has our engagement been with communities? Number and quality of engagement with different groups

Community members from different groups feel engaged and listened to

New or hardly reached groups being actively engaged in longer-term ways

Council has been invited to participate in relevant community activities/events

3.3  To what extent are relationships being built and strengthened 
between Council, organisations and partners?

Different partners feel included in decision making

Partnerships of all kinds demonstrate an inclusive, intersectional and participatory approach

The strategy’s governance groups include voices from multiple, relevant sectors, including hardly 
reached voices

4.  To what extent are we 
learning and adapting?

4.1  To what extent have learning processes been embedded in the 
implementation of the strategy?

A participatory process is used to determine a common set of measures and data collection methods 
to inform learning

Stakeholders agree and understand how they will participate in monitoring and learning processes

A learning forum across Council, partners and community organisations has been established

5.  What changes are we 
contributing to?

5.1 Where is there evidence of early progress? Instances of impact from projects under the strategy

Increase in proportion of staff who understand what gender equality and prevention work is

Increase in proportion of staff who can apply a gender lens/impact assessment
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Contact the City of Casey:

Web:  casey.vic.gov.au
Email:  caseycc@casey.vic.gov.au
Phone:  03 9705 5200
Post:  PO Box 1000, Narre Warren VIC 3805
NRS:  133 677 (for the deaf, hearing or speech impaired)

Customer Service Centres:

Narre Warren:  Bunjil Place, 2 Patrick Northeast Drive
Cranbourne:  Cranbourne Park Shopping Centre

CASEY.VIC.GOV.AU

http://casey.vic.gov.au
http://CASEY.VIC.GOV.AU
https://twitter.com/cityofcasey?lang=en
https://www.facebook.com/CityOfCasey
https://au.linkedin.com/company/city-of-casey
https://www.instagram.com/cityofcaseycouncil/?hl=en

