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Introduction

The City of Casey plays a pivotal leadership role to advance
gender equality within the organisation and in the design and
delivery of Council’s services and programs.

The City of Casey recognises that improving gender equality for women
is an important issue and has endorsed the development of Council’s first
Gender Equality Action Plan, which will guide actions over the next three
years.

The Gender Equality Action Plan 2018-2021 is an internal Council
document that will provide an integrated whole-of-Council approach
to increase gender equality for women within the City of Casey.

The Plan guides initiatives to address gender equality across Council.

A leadership group, comprised of senior Council officers and
representation from Women’s Health in the South East, has overseen
and guided the development of this Plan.

The Gender Equality Action Plan 2018-2021 was developed through
extensive staff consultation. Over 400 staff participated in the consultation
activities which included: Listen, Learn and Lead gender equity focus
groups with staff; gender equity staff survey; International Women'’s Day
staff pop-up sessions; and a workshop with senior internal staff on building
gender equality.

In addition, a review and analysis of relevant documents was undertaken
including: gender analysis of Council policies and strategies; and
alignment with relevant Victorian Government directions including the
draft Local Government Bill, draft Gender Equality Bill and the Victorian
Government’s Safe and Strong: A Victorian Gender Equality Strategy.

From this process three priority areas were identified for
Council to focus on over the next three years:

Diverse women are actively engaged
in Council leadership and decision-making

Council has a workplace culture and
structures that promote gender equality
and challenge discrimination

Gender equality is integrated in existing

Council policies, plans, programs, services
and infrastructure

The Plan aligns with the directions of the City of Casey’s Council Plan
2017-2021 and Municipal Public Health and Wellbeing Plan 2017-2021
and supports the delivery of the primary prevention aspects of the Family
Violence Prevention Strategy. The Plan has been informed by the Inclusive
Casey Strategic Framework and aligns with the State Government’s Safe
and Strong: A Victorian Gender Equality Strategy.

The Plan also aligns to the newly developed draft Local Government Bill,
which acknowledges the importance of working towards gender equality
within councils and sets out areas of work that councils must undertake
including that council ‘sets out measures to seek to ensure gender
equality, diversity and inclusiveness’.
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Key terms and definitions

Gender equality

Gender equity

Trans and
Gender Diverse

Is defined as the equal rights, responsibilities and opportunities of women,
men, trans and gender-diverse people. Equality does not mean that women,
men, trans and gender diverse people will become the same but that their
rights, responsibilities and opportunities will not depend on their gender.

Entails the provision of fairness and justice in the distribution of benefits and
responsibilities on the basis of gender. The concept recognises that people
may have different needs and power related to their gender and that these
differences should be identified and addressed in a manner that rectifies
gender related imbalances’.

Refers to a person’s biological characteristics. A person’s sex is usually
described as being male or female. Some people may not be exclusively
male or female, which is referred to as intersex. Some people identify as
neither male nor female?.

Refers to the way in which a person identifies or expresses their masculine
or feminine characteristics. Gender is generally understood as a social and
cultural construction. A person’s gender identity or gender expression is not
always exclusively male or female and may or may not correspond to their
sexz.

Is an umbrella term used to describe all those whose gender identity is at
odds with their biological sex®.
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Why Casey has developed a
Gender Equality Action Plan

Gender equality is an important social and economic goal. Societies with greater

gender equality have lower rates of violence towards women and children, and

better outcomes for women in terms of social, political and economic participation.

By achieving greater gender equity for
women, it allows for a more just, inclusive
and fair society for both women and men.

As the level of government closest to the
community, local government is uniquely
placed to play a strong leadership role in
advancing gender equality.

The City of Casey has over recent years
started to gain momentum in working
towards increasing gender equality for
women in both the community we serve
and within our own workforce.

The focus of this Plan is to provide an
integrated whole-of-Council approach

to increase gender equality within the City
of Casey. While there has been significant
progress towards gender equality in
Australia in recent decades, there is still

a gender gap in the workforce. Women
continue to earn less than men, are less
likely to advance their careers and retire
with less superannuation savings, while

men have less access to family friendly
policies, such as flexible working
arrangements®.

Council recognises that organisations with
greater gender equality in management
and senior leadership roles outperform
their counterparts in both organisational
and financial performance.

Workplace gender equality is achieved
when people can access and enjoy the
same rewards, resources and
opportunities regardless of gender”.

The Workplace Gender Equality Agency
is an Australian Government statutory
agency created by the Gender Equality
Act 2012, charged with promoting and
improving gender equality in Australian
workplaces. This agency has identified
five indicators of gender equality in the
workplace. These indicators are listed
below, along with a snapshot of available
data, including data for Casey.
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Indicator 1;

Gender composition of the workforce and
of governing bodies of relevant employers

While women account for the majority of staff
within local government in Victoria, this is not
reflected in senior management roles and within
council chambers. Within Victoria only 16% of
women currently hold positions of Chief Executive
Officer and in the 2016 council elections 38.1% of
Councillors are women®. Compared to the
Victorian average the City of Casey has a slightly
lower percentage of Councillors that are women
(80%) compared with men (70%).

Findings from the analysis show that there has
been a positive trend for women in the Casey
Leadership Team at the City of Casey within
recent years, with 46.15% female and 53.85%
male. However, there is still a large gender
difference within the highest levels of
management at Council. The Executive
Management Team is 20% female and 80% male.

Indicator 2:

Equal remuneration between women
and men

In Australia the gender pay gap between men’s
and women’s average weekly full-time equivalent
earnings is 18%. This is influenced by
interrelated factors such as work, family and
society, including stereotypes around the type of
work men and women ‘should’ be undertaking®.

In the City of Casey female residents were more
likely than male residents to have completed a
University degree (34.3% compared to 25.2%),
however on average males have higher incomes
than women, with a weekly income level 67.8%
higher than females ($903 compared to $538).
Females also experience lower rates of
employment than males (53.4% compared to
66.6%)’. It is important that Council as a major
employer of people who live within Casey
ensures equal conditions and pay for employees
and supports career pathways for women.

Indicator 3:

Availability and utility of employment
terms, conditions and practices relating
to flexible working arrangements for
employees and to working arrangements
supporting employees with family or
caring responsibilities

In Australia 68.3% of organisations have either
a policy or strategy that outlines flexible working
arrangements. However, only 24.2% of these
organisations offer manager training on
flexibility and fewer than one in 20 set targets
for employee engagement in flexible work®,

In the Casey Culture staff survey males were
more likely than females to agree that they had
access to flexible work practices (86% when
compared to 79%). However, within Council’s
workforce 7.05% of men work part time
compared to 41.34% of women. Work needs to
be done to ensure flexible work practices are
promoted to all staff.
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Indicator 4:

Consultation with employees on issues
concerning gender equality in the workplace

The Workplace Gender Equality Agency
recognises that continuous engagement with staff
is critical to successfully develop and implement a
gender equality strategy. It is necessary to engage
all levels of staff to ensure that the barriers and
enablers are fully understood.

Internal consultation held with all levels of staff

at Council, through the Listen, Learn and Lead
Gender Equity Program, highlighted that staff feel
that the main barriers in women advancing to
leadership positions were: lack of visible female
role models in some areas, a culture that supports
traditional gendered roles, lack of awareness

of practices that support flexible work and a lack
of understanding by leaders on how to comfortably
lead staff by using a management style that is
suitable for them. This consultation informed the
development of the Plan, particularly barriers that
need to be addressed within the organisation.

Consultation was also held at the International
Women’s Day event in 2017 where the findings
of the Listen, Learn and Lead focus groups were
tested with all staff. This consultation verified the
findings of the focus groups, with similar themes
emerging.

Indicator 5:

Sex-based harassment and discrimination

The 2012 Australian Human Rights Commission
Report, Working Without Fear, states that around
one in five people (21%) over the age of 15 in
Australia has been sexually harassed, with a
majority of those people being harassed in the
workplace (68%). Although sexual harassment
affects many individuals across a diverse
spectrum, targets of sexual harassment are most
likely women less than 40 years of age. Harassers
are most likely to be male co-workers; however,
women were also five times more likely to be
harassed by a boss or employer.

In the Casey Culture staff survey females were
more likely to agree that the workplace was free
from discrimination (64% as compared to 54%).
Females were also more likely to agree that the
workplace was free from sexual harassment (83%
when compared to 77%). While staff feel that the
organisation has a high commitment to safety there
is room for improvement in staff knowledge about
reporting any harassment or bullying within the
workplace.
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Priorities for the Gender
Equality Action Plan

Using the findings from staff consultation and analysing best
practice guides to address gender equality in the workplace,
three priorities with supporting strategies have been developed.
These priorities are:

Diverse women are actively engaged
in Council leadership and decision-making

Gender equality is integrated in existing
Council policies, plans, programs, services
and infrastructure

Strategies and actions for each of these priorities are in the tables below.
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Strategy

1.1

1.2

Integrate gender
equality into
recruitment

and promotion
practices

Create pathways
for women into
leadership roles
at Casey

Priority 1

Diverse women are actively engaged in Council leadership and decision-making

Action

1.1.1 Develop diversity profile/data-
collection mechanisms to
baseline, monitor and report on
Gender Equality Act workplace
gender equality indicators

1.2.1 Ensure leadership programs are
equally accessible for all staff in

the organisation

1.2.2 Provide mentoring opportunities
that are equally accessible for all

staff in the organisation

1.2.3 Provide opportunities for women

to present at executive and
council meetings as subject

matter experts/coordinators with

mentoring and support to build
these skills

Timeline

2018- 12020 |2021
2019

v

v

v

v

v

Responsible
Department

People and
Culture

Connected
Communities

People and
Culture

People and
Culture

Governance

Connected
Communities

Process Indicator

Diversity profile developed

Baseline for workplace gender
equality indicators set

Ratio male, female, self-described
(M:F:SD) attending leadership
programs

Number of M:F:SD senior leaders
participating in mentoring program

Number of M:F:SD mentees
Number of male mentees mentored
by female or self-described mentors

Ratio M:F:SD, presenting as subject
matter experts at executive and
council meetings
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Strategy

1.3 Provide
leadership and
decision-making
opportunities for
women in Council

Action

1.2.4 Provide regular opportunities for
female staff to represent council
on external facing advisory
committees and functions

1.2.5 Work with universities to develop
a graduate/intern program for

» planning and infrastructure
roles targeting women

1.3.1 ELT and senior staff commit to
the Panel Pledge — 40:40:20
representation at speaking
events, conferences and
councillor briefings

1.3.2 Support diverse women
to participate in Casey’s
community leadership program
in lead up to 2024 elections

Timeline

2018- 12020 |2021
2019

v

Responsible
Department

Connected
Communities

City & Asset
Planning

Connected
Communities

Connected
Communities

Governance

Connected
Communities

Process Indicator

Ratio M:F:SD on advisory committees

Ratio M:F:SD representing Council at
functions

Program/s developed

Number of graduate/internship roles
filled

Number of events, conferences
and briefings where equal panel
representation achieved

Plan for support developed
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Priority 2

and challenges discrimination.

2018- (2020 |2021
2019
2.1 Build consensus 2.1.1 Develop a City of Casey gender
and commitment to equality statement
gender equality at v Vv

all levels of Council

2.1.2 Establish a cross-organisation
Gender Equality Community of
Interest/Champions group \/

2.1.3 Co-design and roll out gender
equality training for CP&l staff
(including active bystander \/
aspects)

2.1.4 Train CP&l managers in bias
interruption techniques

Responsible
Department

Connected
Communities

Safer
Communities

Connected
Communities

Safer
Communities
CP &

Connected
Communities

CP &l

Connected
Communities

Council has a workplace culture and structures that promote gender equality

Process Indicator

Gender Equality statement
developed and endorsed by ELT

Number of (M:F:SD) members

Group member case study

Training modules developed

Number of (M:F:SD) participants

Bias interruption training
conducted and followed up

Number of (M:F:SD) participants
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Strategy Action Responsible | Process Indicator

2018- [ 2020 [2021 | Department
2019

2.2.1 When reviewing People People and Number of gender-related

2.2 Ensure gender

equitable workplace and Culture policies and Culture amendments made to policies

Address sexual
harassment and
discrimination in the
workplace

2.2.2 Promote shared care
responsibilities and flexible
working arrangements for women
and men, including real life
examples, via internal comms

2.2.3 Conduct organisation-wide
workplace gender audit,
including pay audit, to meet
requirements of Gender Equality
Act

2.3.1 Raise staff awareness on sexual
harassment prevention, reporting
and support as follow up from
VAGO staff sexual harassment
survey

Communities
People and
Culture

Connected
Communities

People and
Culture

Connected
Communities

People and
Culture

Connected
Communities

arrangements are the Enterprise Bargaining Safer and EBA
available Agreement, integrate gender v v Communities
and used equitable measures where

possible. Connected

Number of male, female, self-
described engaging with
campaign

Number of people attending
related events

Workplace Gender Audit
conducted as at 30 June 2021

Results shared internally and
incorporated into GE Action Plan

Increase in staff awareness in
how to report discrimination,
bullying and harassment
measured through VAGO and
Workplace Gender Audit
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Strategy

3.1

3.2

Gender is systemically
addressed in Council
plans, policies,
programs and services

Community
engagement embeds
inclusive and
accessible practices

Priority 3
Gender equality is integrated in existing Council policies, plans, programs,
services and infrastructure.

Action

3.1.1

3.1.2

3.1.3

314

3.2.1

3.2.2

Data is sex disaggregated (and by
further marginalised groups where
possible) and used to inform planning
programs policies and services

Scope potential for use of gender
responsive budgeting as an analysis
tool

Develop and implement a gender
equality audit tool to assess external
places and spaces

Develop a sports club inclusion
audit tool in collaboration with City of
Greater Dandenong

Identify and remove participation
barriers to ensure Community
Engagement Policy and practices are
inclusive and accessible to diverse
women/men/genders

Ensure there is female representation
on Council engagement panels

Timeline

2018-| 2020 | 2021
2019

v

Responsible
Department

City & Asset
Planning

Connected
Communities

Connected
Communities

Safer
Communities

Active
Communities

Connected
Communities
Communications

Connected
Communities

Communications

Connected
Communities

Process Indicator

Key stats for disaggregation
developed

Recommendations made on use of
GRB at Casey

Audit tool developed

Audit tool developed

Policy and process incorporates
gender and inclusion considerations

Ratio M:F:SD on engagement
panels
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Strategy

3.3 Community programs
contribute to gender

3.4

equality

Promote gender

equality in public/
community events

and advocacy

» Comms
» Advocacy

» Engagement/Consultation

» Arts
» Sports
» MCH

3.3.1

3.3.2

3.4.1

3.4.2

3.4.3

Map all community programs with
direct link to gender equality and
document and share approaches/
good practice/learning

Promote women’s and girl’s
participation in sports and physical
activity via the This Girl Can
campaign

Develop an org communications and
advocacy strategy promoting council
commitment to gender equality

Promote diverse women/genders
through all multimedia images and
content

Celebrate women’s achievements
and promote gender equality as
part of IWD and 16 Days of Activism
events

3.4.4 Events and programs delivered at

Bunijil Place target women artists,
performers and event staff

Timeline

2018-| 2020 | 2021
2019

v

Responsible

Department

Connected
Communities

Safer
Communities

Active
Communities

Communications

Safer
Communities

Connected
Communities

Communications

Bunijil Place
Safer
Communities
Active
Communities
Connected
Communities

Active
Communities/Arts

Cultural
Development

Process Indicator

Community program map
developed

Approaches shared

Number of learning and
development workshops delivered

Social media engagement reach
Number of local media stories

Strategy developed

Communication materials reviewed

International Women’s Day event
held

16 Days event held

Number of attendees

Ratio M:F:SD; artists and performers
Ratio M:F:SD; event staff
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Monitoring and Evaluation

It is important that the efforts of Council are monitored and evaluated to
identify the level of positive change being achieved. The following table
shows the reporting hierarchy for the Action Plan.

Council Plan 2017 - 2021
Strategy 2.1: Enhance the health and wellbeing of all residents

Municipal Public Health and Wellbeing Plan 2017-2021

Strategic Objective 5.1: Develop a strategic approach to family
violence primary prevention, and early identification and support

P

Gender Equality Action Plan 2018 - 2021

The actions will be monitored through process measures outlined in the Action Plan
below and will measure how well the actions have been implemented or adopted.
The process measures will be monitored through Interplan, reviewed annually, and
a progress report presented to EMT.
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The following table outlines the key elements Council will measure to track
change towards advancing gender equality in the organisation and in the
design and delivery of Council’s services and programs.

LEVETCRTTR-LI -3 Long-term

to measure? AT Priorities Strategies Actions
Timeframe 5-10years  3-4years 1-2years Annually
Reporting EMT Report EMT Report EMT Report EMT Report

A set of measures will be developed using data that is collected through Council
surveys, business applications and secondary sources of data collected.
There will be one associated measure for each priority in the Plan and
there will be 1 — 3 associated measures for each strategy.

Due to the number of actions it is not feasible to evaluate each action.
Therefore a set of process measures have been developed which will
be enable Council to monitor the progress of these actions. In order
to determine the effectiveness of efforts a few actions will be selected
to have a detailed evaluation undertaken.
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Contact City of Casey

03 9705 5200

NRS: 133 677 (for the deaf,
hearing or speech impaired)

TIS: 131 450 (Translating and
Interpreting Service)

caseycc@casey.vic.gov.au

casey.vic.gov.au
@ facebook.com/CityOfCasey
® aCityOfCasey

PO Box 1000
Narre Warren VIC 3805

Customer Service Centres

Narre Warren
Bunijil Place
Patrick Northeast Drive

Cranbourne
Cranbourne Park
Shopping Centre
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