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A) Planning your GEAP 

Section 1: Use insights from your previous gender equality work 

Council9s previous Gender Equality Action Plan (GEAP) and progress reporting process provided valuable 
insights into what is working well, where gaps remain, and how gender equality can be more effectively 

embedded across Council. These learnings - drawn from workforce data analysis, Gender Impact 
Assessments (GIAs), employee consultation, and reflection on implementation challenges - have directly 
shaped the priorities and actions in this new plan. 

The first GEAP supported progress across the seven workplace gender equality indicators, particularly in 
workforce composition, gender representation in leadership, and policy development supporting flexible 
work and workplace safety. Several strategies were successfully implemented, including strengthening 
flexible work arrangements, improving prevention and response frameworks for gendered violence and 

sexual harassment, and embedding GIA processes into policy and service planning. While many actions 
were achieved, some strategies were only partially implemented due to competing operational priorities, 

resource constraints, and the time required to embed organisational change. These areas 4 primarily 
workforce participation outcomes, employee engagement, and leadership capability development - have 
informed the priorities carried forward into this GEAP. 

A key learning has been the importance of embedding gender equality considerations into everyday 

decision-making through GIAs. During the previous GEAP period, Council increased the use of GIAs 
across policies, infrastructure projects, and community programs, reinforcing that gender equality is not a 
standalone initiative, but a factor shaping how services are planned, delivered, and accessed. GIAs are 

most effective when applied early in planning and supported by staff confidence and capability, which has 
strengthened the focus on organisational capability building, governance accountability, and integration of 
gender impact considerations across strategic and operational processes. 

Workforce data analysis highlighted that, while meaningful progress has been made, achieving gender 
equality outcomes remains complex and requires ongoing attention. Council maintains strong overall 

gender balance and positive representation of women in senior leadership roles. However, flexible and 
part-time work arrangements continue to be accessed predominantly by women, and pay equity data 
identified emerging disparities in senior leadership remuneration. These findings reinforce that structural 

barriers continue to influence career progression, workforce participation, and remuneration outcomes, 

informing actions focused on workforce planning, leadership development, pay equity monitoring, and 
promoting shared caring responsibilities across all genders. 

The previous GEAP also reinforced the importance of fostering a workplace culture where staff feel safe, 
respected, and confident to raise concerns. While Council maintains clear policies on the prevention of 

sexual harassment and gendered discrimination, measuring workplace experience remains challenging in 
a small rural workforce where underreporting can occur. Strengthening prevention, awareness, education, 
and confidence in reporting mechanisms continues to be a key. focus: 

Another important insight has been the need for a stronger intersectional approach. GIAs and policy 
reviews highlighted that gender inequality often intersects with factors such as age, disability, cultural 

background, caring responsibilities, and family violence. This has informed more inclusive policies and 
service delivery approaches, including improvements to community infrastructure, financial hardship 

supports, and child safety frameworks. Further capability building and improved data collection remain 
priorities to support more meaningful and sustainable outcomes. 

Council has also learned that sustainable progress relies heavily on leadership commitment and 

accountability. Awareness and support for gender equality have grown across the organisation; however, 
long-term change is most effective when leaders model inclusive behaviours, support flexible work 
practices, and integrate gender equality into planning and decision-making. Strengthening leadership 
capability and accountability remains a key enabler of continued progress. 
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Broader organisational indicators - including employee engagement feedback, workforce retention 
patterns, and leadership participation in gender equality initiatives - have provided additional insight into 
organisational culture and change readiness. These indicators demonstrate growing organisational 

awareness while highlighting the need for ongoing leadership visibility, staff engagement, and consistent 
communication. Improving consultation approaches and strengthening workforce data quality were also 

identified as priorities, particularly following lower-than-desired employee survey response rates. 

As a small rural council, we have learned that progress requires practical, sustainable, and achievable 
actions aligned with operational demands and available resources. Embedding gender equality into 

existing policies, workforce practices, service planning, and community engagement has proven to be the 
most effective and sustainable approach. This new GEAP focuses on integrating gender equality into core 

business functions. 

Collectively, these insights have enabled Council to adopt a more targeted, evidence-informed and 

sustainable approach to advancing gender equality. This plan builds on our previous achievements, 
addresses identified gaps, and strengthens our commitment to creating a safe, inclusive, and equitable 

workplace and community. 

Section 2: Processes, record keeping and governance 

Council has established structured processes, governance arrangements and record-keeping practices 
that underpin the development, implementation, and ongoing evaluation of the 2026 GEAP. Building on 

our experience from the previous plan, these arrangements reflect a deliberate focus on embedding gender 
equality into everyday organisational practice, workforce strategies, and decision-making. 

The GEAP was developed through a staged approach with defined responsibilities, milestones, and 

timeframes, ensuring workforce data analysis, consultation, drafting, leadership review, and adoption were 
completed efficiently while allowing time for meaningful engagement and feedback. These processes 

support accountability, coordination across service areas, and proactive identification of risks, providing a 

solid foundation for implementation and monitoring. 

A cross-organisational working group was established to oversee development and guide ongoing 
implementation. Comprising representatives from different teams and employment levels, the group 
ensures initiatives reflect operational experience and the diverse perspectives of Council9s workforce. The 
working group also provides advice on embedding GEAP actions into business planning, workforce 

development, and service delivery, ensuring gender equality is integrated rather than treated as a 

standalone initiative. 

Senior leadership plays a central role in both the development and implementation of gender equality. The 

leadership team provides strategic oversight, reviews progress, and ensures alignment with Council's 
strategic objectives and workforce priorities. Their involvement reinforces accountability, promotes 

organisation-wide commitment, and keeps gender equality at the forefront of all decision-making. 

Council undertook a range of consultation activities designed to be meaningful and inclusive. These 
included organisation-wide staff surveys, targeted focus groups, engagement with employee networks, 
and opportunities for written feedback. Multiple communication channels - internal newsletters, team 

meetings, and staff forums - were used to reach staff across different locations, employment types, and 

experiences. Participation was voluntary and confidential, designed to be safe, accessible, and respectful, 
with sufficient time allocated for feedback and any necessary follow-up. These engagement processes 
now form our foundation for ongoing consultation and review. 

Council also considered guidance and resources provided by Women9s Health Grampians, who support 

organisations across the region to build capability in gender equality and the prevention of gender-based 
violence. Access to these resources informed best practice approaches and guided the development of 

strategies aimed at strengthening workplace gender equality. 

To support consistency across the organisation, Council has established shared definitions of key concepts 
including gender equality, intersectionality and the gender pay gap. This common language enhances 

understanding and application across policies, workforce initiatives, and service planning, strengthening 
staff awareness of Council9s obligations under the Gender Equality Act 2020. 

3
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Robust record-keeping practices underpin implementation, monitoring and reporting. Consultation 
outcomes, workforce data, meeting records, action plans, progress reports, and evaluation findings are 
securely maintained in line with Council9s records management framework and privacy obligations. These 

records ensure transparent reporting to the Gender Equality Commission, support progress tracking, and 
inform continuous improvement. 

Clear governance structures define responsibilities and accountability across the organisation. The 
leadership team provides strategic oversight and ensures adequate resourcing, while the working group 
monitors operational progress and advises on emerging risks, barriers, and opportunities. This structure 
facilitates integration of gender equality into broader organisational performance monitoring. 

Council recognises that sustained progress relies on visible and active leadership. Leaders must 
communicate commitment, model inclusive behaviours, support flexible and inclusive work practices, and 
ensure gender equality is considered in decision-making. Progress is tracked through measurable targets 

and reporting, with leaders supporting supervisors by setting clear expectations, providing guidance, and 
recognising contributions toward gender equality outcomes. 

Collectively, these integrated processes, governance arrangements, and leadership commitments provide 
a strong foundation to embed gender equality into everyday practice and support long-term cultural and 
structural change. 

Section 3: Leadership commitment 

Ararat Rural City Council is committed to fostering a workplace and community where gender equality is 

actively supported, promoted, and embedded in everything we do. We recognise that gender equality is 
fundamental to building a safe, inclusive, and high-performing organisation, and to delivering fair and 

equitable services to our community. 

Council acknowledges its obligations under the Gender Equality Act 2020 and understands that achieving 
gender equality requires sustained leadership commitment, accountability, and cultural change. Through 
our previous GEAP, Council made meaningful progress in strengthening organisational awareness, 
improving workforce data, and embedding gender considerations into policies, workforce practices and 

service delivery. While we are proud of these achievements, we also recognise that gender equality is an 
ongoing journey requiring continuous effort and reflection. 

As a small rural council, we recognise that workforce participation, career progression, and access to 
flexible work can present unique challenges. Workforce size, geographic location, and workforce 

availability can influence how staff balance work, caring responsibilities, and career opportunities. This 
GEAP acknowledges these realities and focuses on practical, sustainable actions that support equitable 
opportunities for all staff, while ensuring Council continue to deliver essential services to our community. 

Council is committed to embedding gender equality into everyday decision-making, workforce planning, 
service delivery, and community engagement. Our leadership team plays a critical role in modelling 

inclusive behaviours, supporting flexible and equitable work practices, and ensuring gender equality 
considerations are incorporated into organisational planning and governance. 

We also recognise that meaningful and lasting change is achieved through collaboration. Council values 
the contributions of staff who shared their experiences and insights to inform the development of this plan. 
We remain committed to fostering a workforce culture where staff feel safe, respected, and supported, and 
where diversity of experience and perspective strengthens our organisation. 

| am proud to support the implementation of this GEAP and reaffirm Council9s commitment to building a 
workplace and community that is inclusive, equitable, and respectful for all. 
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B) Consult on your audit results and strategies 

Section 4: | Confirm consultation groups 

You must consult with Confirm yes or no_ | If no, why not? 
your... 

Governing body (if your Yes 
organisation has one) 

Employees Yes 

Employee representatives, | Yes 
including relevant trade 
unions 

You might consult with... Confirm yes or no | Please describe additional people and/or groups 

Other relevant people No 

Section 5: Document your consultation process 

Staff were provided with a summary of the workforce gender audit findings and key workforce data, along 
with a short guide to help interpret the information. These materials were emailed to all employees to 

ensure everyone had the information needed to provide informed feedback. They were designed to be 
clear, accessible, and easy to understand. 

Staff were then invited to provide feedback through an anonymous online survey. The survey sought views 

on the audit findings, experiences working at Council, and suggestions for improving gender equality. A 
total of 26 employees responded. While participation was voluntary, the feedback received offered valuable 

insights and has been carefully considered alongside the audit results to help shape strategies and 

measures in the GEAP. Staff were also encouraged to provide feedback directly to their supervisors or to 
human resources, offering additional ways to contribute. 

Councillors were provided with a briefing paper summarising the audit findings and outlining the 
consultation process. They were invited to review the information and provide feedback to help identify 
priorities for the GEAP. Employee representatives, including relevant unions, were also given the 
opportunity to review the materials and provide input. 

Council took deliberate steps to ensure the consultation process was safe, inclusive, and accessible. 

Information was provided in plain language, responses were collected anonymously, and multiple channels 
were available for providing feedback. While survey participation was modest, the combination of survey 
responses, direct feedback, and input from Councillors and unions ensures that the consultation reflects a 

broad range of perspectives and experiences. 
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Section 6: Findings from your consultation 

Staff feedback indicates that Council is generally seen as performing well on gender equality, particularly 
in pay, leadership representation, and overall workplace culture. Flexible work and leave policies are 
viewed as effective in supporting gender equality, although uptake is not always consistent across teams 
and roles. Occupational gender segregation remains an area of concern, especially in outdoor and 

traditionally male-dominated roles. Staff suggested targeted recruitment and development initiatives to 
improve representation. 

While pay gaps are relatively small, part-time work and caring responsibilities were noted as factors that 
can influence career progression and remuneration in some areas. Other suggestions for improving gender 
equality included mentoring and professional development opportunities, clearer communication of 

policies, awareness-raising initiatives, and fostering a culture that encourages men and women in non- 
traditional roles. 

Staff feedback helped clarify some audit findings, particularly regarding pay and occupational segregation. 
It also highlighted areas where additional explanation or context would be valuable, which has informed 
refinements to the proposed strategies. 

Although all input from employee representatives, unions, and Councillors has not yet been received, it9s 
expected to focus on pay equity, maintaining a safe and inclusive workplace culture, and enhancing 
professional development opportunities. Once this feedback is provided, it will be reviewed and used to 
further shape the strategies and measures in the GEAP, ensuring Council continues to strengthen its 
commitment to gender equality. 

C) Consider the gender equality and the gender pay equity 
principles, and intersectionality 

Section 7: Consider the gender equality principles 

In developing our GEAP, we applied the gender equality principles in a practical and accessible way, 

ensuring they are easily understood and applied across our workplace. They have helped explain why 
gender equality matters at Council 4 not just as a compliance requirement, but as a way to improve 

workplace culture, wellbeing, engagement, and opportunities for everyone. The principles guided our focus 
on leadership representation, career progression, flexible work, and pay, and helped shape the vision and 
goals of the GEAP to reflect fairness, respect, and genuine opportunity. 

The principles were also integrated into staff consultation, asking employees what they mean to them and 

how they see them in their work. This input helped interpret the audit results and prioritise strategies that 
are realistic and relevant. The plan emphasises reducing barriers to participation, encouraging staff to 
consider roles outside traditional gender norms, supporting mentoring and professional development, and 
continuing to build an inclusive culture where people are not limited by gender stereotypes. 

Consideration was also given to how gender inequality intersects with other forms of disadvantage, like 

age, disability or cultural background. Strategies have been designed to support a diverse workforce, while 

maintaining a safe and respectful workplace. Council9s ongoing focus on respectful workplace behaviours, 
clear reporting pathways, and supportive policies aligns with the principle that gender equality plays a key 
role in preventing discrimination, harassment, and gender-based violence. 

The gender equality principles will continue to guide the monitoring and review of this GEAP. Progress will 
be tracked through indicators and measures, enabling Council to assess whether strategies are improving 
outcomes and to identify areas requiring further action. 

Overall, applying the principles has been about making them tangible for staff 4 ensuring strategies are 
not just ideas on paper, but things that genuinely support a fair, safe, and respectful workplace every day. 
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Section 8: Consider the gender pay equity principles 

The gender pay equity principles have guided how Council has examined pay and employment practices across 
the organisation. Our workforce gender audit provided a clear picture of mean and median salaries across the 
organisation and within different job groups. This helped identify any potential gaps and ensure pay practices 
reflect equal or comparable value of work. 

Overall, the audit indicates that Council's gender pay gaps are relatively small, which is encouraging. However, 
the data also highlighted that factors such as occupational segregation, part-time work arrangements, and 
caring responsibilities can influence pay and career progression. At the senior leadership level, the pay gap 
appears higher, but this is influenced by the small number of roles in this group and the impact of the CEO's 
position on the overall data. These insights have helped shape strategies aimed at reducing barriers and 
improving equitable access to career development opportunities. 

Council also places strong emphasis on transparency and fairness in employment and pay practices. The 
Enterprise Agreement and supporting policies establish consistent pay structures and progression pathways, 
helping to reduce bias and ensure pay decisions are applied fairly and consistently across the organisation. 

Staff consultation also played an important role. Staff highlighted the importance of clear communication about 
pay and career progression, as well as access to professional development opportunities. This feedback has 
helped prioritise strategies such as improving pay transparency, reviewing promotion pathways, supporting 
flexible work, and creating more opportunities for leadership development. 

The gender pay equity principles have helped keep the focus on practical outcomes. They reinforce that 
achieving pay equity is not only about numbers, but about creating fair systems and opportunities across the 
organisation. Staff, leaders, supervisors, and unions have been engaged where possible to ensure the 
strategies included in the GEAP are fair, realistic, and sustainable. 

Section 9: Consider intersectionality 

During development, Council also ensured intersectionality was considered 4 recognising that gender 
inequality can overlap with other forms of disadvantage or discrimination, such as age, disability, cultural 
background, or caring responsibilities. This helps us to understand that staff may experience barriers in different 
ways, and that strategies need to reflect the diversity of our workforce. 

Intersectionality informed both our workforce audit analysis and our consultation process. When reviewing the 
audit data, we looked beyond overall gender representation and pay to consider where patterns of disadvantage 
may appear for staff with multiple or intersecting characteristics. For example, part-time work combined with 
caring responsibilities or other factors can influence access to career progression, development opportunities, 
and leadership pathways. 

Consultation with staff also highlighted how different experiences can affect opportunities and workplace 
inclusion. These insights helped identify areas where targeted strategies may be needed to support fair and 
equitable outcomes for all employees. 

Our strategies reflect this understanding. They include initiatives that support staff working in non-traditional 
roles, mentoring and professional development opportunities that are accessible to all staff, and flexible work 
arrangements that recognise a range of personal circumstances. Policies relating to pay, progression, and 
workplace culture aim to reduce barriers for staff who may face multiple or overlapping challenges. 

By considering intersectionality, Council aims to create a workplace where everyone can develop their skills, 
pursue career opportunities, and participate fully without being limited by gender stereotypes or other 
overlapping factors. Monitoring outcomes through the GEAP will help us understand whether these strategies 
are working for all staff and allow us to make adjustments where needed to ensure our approach remains 
inclusive. 
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D) Making a case for change 

Section 10: Make acase for change and create a vision 

Why Gender Equality Matters at Ararat Rural City 

Gender equality matters at Ararat Rural City. It9s not just about meeting legal requirements or ticking boxes; it9s 
about creating a workplace that is fair, respectful, and inclusive. It9s about ensuring everyone has the opportunity 
to do their best, grow their career, and feel valued. Gender equality benefits not only all our staff, but also the 
organisation and the community we serve. It helps strengthen workplace culture, improve staff wellbeing, and 
support engagement and productivity. It also supports broader economic and social participation. By fostering 
a fair and inclusive workplace, Council strengthens its reputation as an employer of choice, helping attract and 
retain talented staff, reduce turnover, and ensure our workforce continues to thrive into the future. 

Our vision for gender equality at Council is a workplace where everyone has equal access to opportunities, 
leadership roles, and career development, and where people are not limited by gender stereotypes or 
assumptions. Staff from across the organisation helped shape this vision. We asked employees what gender 
equality means to them and how they see it reflected in their work. This helped ensure the vision is meaningful 
and relatable, not just words on a page, but something staff can connect with in their everyday work. Staff input 
also highlighted practical challenges they sometimes face, such as barriers to flexible work, access to leadership 
opportunities, or perceptions about non-traditional roles. These insights have helped shape strategies that are 
practical, relevant and achievable. 

Gender equality also matters because it helps address the underlying causes of disadvantage and 
discrimination. We recognise that gender inequality can intersect with other factors such as age, cultural 
background, disability, or caring responsibilities. Addressing these barriers requires thoughtful approaches to 
how we recruit, develop, support, and promote our people. For example, mentoring, professional development 
opportunities, and flexible work arrangements can help ensure staff with caring responsibilities or those working 
in traditionally gender-segregated roles have opportunities to progress. 

This GEAP builds on the work Council has already undertaken to strengthen gender equality and reflects our 
ongoing commitment to the gender equality and pay equity principles. It also aligns with our organisational 
values, showing that respect, excellence and passion aren't just ideals, but principles that guide how we operate 
every day. By putting this vision into action, we are working to create a fairer, safer, and stronger workplace. 
We also recognise our broader role in preventing discrimination, harassment, and gender-based violence, 
reinforcing that workplace culture and safety are central to achieving genuine gender equality. 

Ultimately, our case for change is about more than just compliance. It is about creating a workplace where 
everyone feels supported, valued, and empowered to reach their highest potential, regardless of gender. It is 
about building a culture where equality is embedded in everything we do - from recruitment and career 
development to leadership, pay, and day-to-day interactions. This is the vision we are committed to, and it 
underpins every strategy and action in this GEAP. 
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E) Analysing your data to identify forms of gender inequality AND 
developing your strategies 

Section 11: Identifying underlying causes of gender inequality 

Our workforce gender audit highlighted several areas where gender inequalities exist. In reviewing the results, 
we used the <but why= approach recommended in the guidance materials, taking the time to explore the 
underlying causes rather than simply describing the outcomes. By looking at the data across leadership, pay, 
occupational groups, and flexible work arrangements, we asked a series of <but why= questions to better 
understand what may be contributing to the patterns identified in the audit. 

One of the key findings relates to occupational gender segregation. Women are more commonly represented 
in administrative, people-focused, and part-time roles, while men are more likely to work in outdoor, technical 
and higher-paid positions. This matters because occupational segregation can reinforce stereotypes about 
which types of work are considered <men9s work= or <women9s work=. It can also influence pay equity and limit 
diversity of experience in certain areas of the organisation. Staff feedback suggested that career pathways in 
traditionally male-dominated areas are not always visible or actively promoted, which can reinforce these 
patterns over time. 

Flexible work and caring responsibilities were another important factor. While Council offers flexible working 
arrangements, uptake varies across teams and roles. Staff indicated that some roles are perceived as less 
adaptable to flexible work, or that using flexibility could affect career progression. These perceptions can 
influence decisions about working hours or career opportunities and may contribute to differences in leadership 
representation and remuneration outcomes, particularly for those balancing work and family responsibilities. 

Leadership representation and career progression also emerged as areas requiring attention. While women are 
well represented in senior leadership overall, the audit showed gaps in certain occupational streams. Feedback 
and internal analysis suggest that access to professional development, mentoring, and opportunities to take on 
new responsibilities aren9t always consistent across teams. Over time, this can impact pathways to leadership 
roles. 

The audit also highlighted small but meaningful gaps in some areas. Overall remuneration outcomes are 
relatively consistent; however, patterns of workforce participation and historical workforce structures contribute 
to differences in some groups. Factors such as part-time work arrangements, occupational segregation, and 
previous recruitment patterns can have a cumulative effect on pay outcomes. 

Workplace culture was also considered, including recruitment and promotion practices and staff experiences. 
Consultation suggested that unconscious bias and assumptions about roles and capabilities continue to 
influence decision-making, even where policies and processes are in place. In some areas, informal practices 
or longstanding stereotypes may shape how opportunities are offered or perceived. 

Finally, we considered intersectionality and the way gender inequality can overlap with other forms of 
disadvantage. Some staff may experience additional barriers related to disability, Aboriginality, cultural 
background, or other personal circumstances. These factors can influence access to opportunities and 
participation in the workplace, highlighting the importance of inclusive policies and practices. 

Understanding these underlying causes has helped us prioritise strategies that address both structural and 
cultural barriers. This has ensured that our GEAP is focused on real, practical actions that support lasting 
improvements in gender equality across the organisation. 
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is
 

in
di

ca
te

s 
on
go
in
g 

ge
nd

er
ed

 
pa
tt
er
ns
 

in 
th
e 

wo
rk

fo
rc

e 
pa
rt
ic
ip
at

io
n,

 
wh
er
e 

w
o
m
e
n
 

ar
e 

mo
re
 

li
ke
ly
 

to
 
ac

ce
ss

 
fl
ex
ib
le
 

or
 
pa

rt
-t

im
e 

wo
rk

, 
of
te
n 

ti
ed
 

to
 
ca

ri
ng

 
re

sp
on

si
bi

li
ti

es
. 

Lo
w 

up
ta
ke
 

of
 
me

n 
ma
y 

re
fl

ec
t 

pe
rc

ep
ti

on
s 

ab
ou

t 
fl
ex
ib
il
it
y,
 

ro
le
 
co

ns
tr

ai
nt

s,
 

or
 
co
nc
er
ns
 
ab
ou
t 

ca
re
er
 
pr
og
re
ss
io
n.
 

Th
es

e 
pa
tt
er
ns
 

ar
e 

im
po
rt
an
t 

be
ca
us
e 

th
ey

 
ca
n 

in
fl

ue
nc

e 
ca

re
er

 
pa

th
wa

ys
, 

le
ad

er
sh

ip
 

op
po
rt
un
it
ie
s,
 

an
d 

ov
er

al
l 

wo
rk
fo
rc
e 

di
ve
rs
it
y.
 

If 
pa

rt
-t

im
e 

wo
rk
 

co
nt
in
ue
s 

to
 

be
 

co
nc
en
tr
at
ed
 
a
m
o
n
g
 
w
o
m
e
n
,
 

it 
m
a
y
 

co
nt
ri
bu
te
 

to
 
lo

ng
er

-t
er

m 
in

eq
ua

li
ti

es
 

in 
pr
og
re
ss
io
n 

an
d 

pa
y.
 

Ov
er
al
l,
 

wh
il
e 

th
e 

or
ga
ni
sa
ti
on
 
d
e
m
o
n
s
t
r
a
t
e
s
 

st
ro

ng
 
p
e
r
f
o
r
m
a
n
c
e
 

in 
le
ad
er
sh
ip
 
re
pr
es
en
ta
ti
on
 

an
d 

ov
er

al
l 

ge
nd
er
 
ba
la
nc
e,
 

th
e 

co
nc
en
tr
at
io
n 

of
 
w
o
m
e
n
 

in 
pa

rt
-t

im
e 

ro
le
s 

hi
gh

li
gh

ts
 

st
ru
ct
ur
al
 

pa
tt

er
ns

 
th
at
 

re
qu

ir
e 

on
go
in
g 

at
te
nt
io
n.
 

Ad
dr

es
si

ng
 

th
es
e 

pa
tt

er
ns

 
wi
ll
 
su

pp
or

t 
mo
re
 

eq
ui

ta
bl

e 
ac

ce
ss

 
to
 

fl
ex

ib
le

 
wo
rk
, 

ca
re

er
 
de
ve
lo
pm
en
t,
 

an
d 

le
ad
er
sh
ip
 
op

po
rt

un
it

ie
s 

fo
r 

al
l 

st
af
f.
 
Co

ns
id

er
at

io
n 

of
 
in
te
rs
ec
ti
on
al
 
fa
ct
or
s 

wi
ll
 
al
so
 

be
 
im

po
rt

an
t 

to
 
en
su
re
 

st
ra

te
gi

es
 
su

pp
or

t 
a 

di
ve
rs
e 

an
d 

in
cl

us
iv

e 
wo
rk
fo
rc
e.
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Ar
ar

at
 

Ru
ra
l 

Ci
ty
 

Se
tt
in
g 

me
tr

ic
s 

Me
as
ur
es
 

Cr
it

ic
al

 
pe

rf
or

ma
nc

e 
me
as
ur
es
: 

Ge
nd
er
 
co
mp
os
it
io
n 

of
 t

he
 
du

ty
 
ho
ld
er
 
or
ga
ni
sa
ti
on
. 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
pa

rt
-t

im
e 

wo
rk
er
s 

in 
th
e 

du
ty
 
ho

ld
er

 
or
ga
ni
sa
ti
on
. 

Ge
nd
er
 
co
mp
os
it
io
n 

of
 
se

ni
or

 
le

ad
er

s 
in 

th
e 

du
ty

 
ho

ld
er

 
or
ga
ni
sa
ti
on
. 

Ad
di
ti
on
al
 
me

as
ur

es
 

(o
pt
io
na
l)
: 

1. 
Pr

op
or

ti
on

 
of
 
re
cr
ui
tm
en
t 

ad
ve
rt
is
em
en
ts
 

us
in

g 
ge
nd
er
-n
eu
tr
al
 

la
ng
ua
ge
 

4 
to

 
en
su
re
 

re
cr

ui
tm

en
t 

pr
ac

ti
ce

s 
at
tr
ac
t 

a 
di

ve
rs

e 
po
ol
 

of
 

ap
pl

ic
an

ts
. 

2.
 

Pa
rt
ic
ip
at
io
n 

in 
me
nt
or
in
g 

an
d 

d
e
v
e
l
o
p
m
e
n
t
 
p
r
o
g
r
a
m
s
 

by
 
ge

nd
er

 
4 

to
 
su
pp

or
t 

ca
re
er
 
pr
og
re
ss
io
n 

an
d 

le
ad
er
sh
ip
 

op
po
rt
un
it
ie
s,
 

he
lp

in
g 

ba
la
nc
e 

re
pr
es
en
ta
ti
on
 
ac

ro
ss
 

le
ve

ls
. 

Th
es

e 
ad

di
ti

on
al

 
me

as
ur

es
 

wi
ll

 
he

lp
 
as
se
ss

 
ho
w 

ou
r 

st
ra
te
gi
es
 

ar
e 

in
fl
ue
nc
in
g 

da
y-
to
-d
ay
 

pr
ac

ti
ce

s,
 

no
t 

ju
st
 
ov

er
al

l 
ou

tc
om

es
. 

Th
ey
 

wi
ll
 
gi
ve
 

us
 
pr

ac
ti

ca
l 

in
si
gh
t 

in
to
 
wh

at
's

 
ma
ki
ng
 

a 
di
ff
er
en
ce
 
an
d 

wh
at
 

mi
gh

t 
ne
ed
 

ad
ju
st
in
g.
 

Ta
rg

et
/s

 
1. 

Ge
nd
er
 
co

mp
os

it
io

n 
of
 
th
e 

or
ga
ni
sa
ti
on
 

4 
By
 
20
29
, 

ma
in

ta
in

 
ov

er
al

l 
ge

nd
er

 
ba
la
nc
e 

wi
th
in
 

a 
ra
ng
e 

of
 
45

-5
5%

 
ac

ro
ss

 
me
n 

an
d 

wo
me

n,
 

(
r
e
c
o
m
m
e
n
d
e
d
)
 

wh
il

e 
co

nt
in

ui
ng

 
to
 
im

pr
ov

e 
vi

si
bi

li
ty

 
an

d 
in
cl
us
io
n 

of
 
ge
nd
er
 
di

ve
rs

e 
em

pl
oy

ee
s 

th
ro

ug
h 

in
cl
us
iv
e 

pr
ac

ti
ce

s 
an

d 
re
po
rt
in
g.
 

2. 
G
e
n
d
e
r
 
co

mp
os

it
io

n 
of
 
pa

rt
-t

im
e 

wo
rk

er
s 

4 
By

 
20

29
, 

in
cr

ea
se

 
th

e 
pr
op
or
ti
on
 

of
 
m
e
n
 

ac
ce

ss
in

g 
pa

rt
-t

im
e 

wo
rk
 

to
 

at
 

le
as
t 

10
%,
 

wh
il

e 

ma
in
ta
in
in
g 

eq
ui
ta
bl
e 

ac
ce
ss
 

fo
r 

all
 
ge

nd
er

s.
 

3. 
G
e
n
d
e
r
 

co
mp

os
it

io
n 

of
 
se
ni
or
 

le
ad

er
s 

4 
By

 
20

29
, 

ma
in

ta
in

 
at

 
le
as
t 

5
0
%
 

re
pr

es
en

ta
ti

on
 

of
 
w
o
m
e
n
 

in 
se
ni
or
 

le
ad
er
sh
ip
 

ro
le
s,
 

wh
il
e 

su
pp
or
ti
ng
 
p
a
t
h
w
a
y
s
 

fo
r 

al
l 
ge
nd
er
s 

in
to
 
le
ad
er
sh
ip
 

po
si

ti
on

s.
 

St
ra

te
gi

es
 

St
ra

te
gy

 
R
e
s
p
o
n
s
i
b
l
e
 

Ti
me
li
ne
 

Re
la
te
d 

to
 
ot

he
r 

in
di
ca
to
rs
? 

R
e
v
i
e
w
 
an
d 

up
da
te
 
re

cr
ui

tm
en

t 
po

li
ci

es
 

to
 
en

su
re

 
all

 
ro
le
 
ad

ve
rt

is
em

en
ts

 
us
e 

ge
nd
er
-n
eu
tr
al
 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Le
ad
 

On
go
in
g,
 

re
vi

ew
 

| 
In

di
ca

to
r 

5 
la

ng
ua
ge

, 
cl
ea
rl
y 

ou
tl
in
e 

fl
ex
ib
le
 
wo
rk
 

op
ti

on
s,

 
an

d 
hi
gh
li
gh
t 

d
e
v
e
l
o
p
m
e
n
t
 

op
po
rt

un
it

ie
s.

 
bi

en
ni

al
ly

 

De
ve

lo
p 

an
d 

i
m
p
l
e
m
e
n
t
 

a 
le

ad
er

sh
ip

 
d
e
v
e
l
o
p
m
e
n
t
 

pr
og
ra
m 

th
at

 
e
n
c
o
u
r
a
g
e
s
 

pa
rt

ic
ip

at
io

n 
| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

/ 
Se

ni
or

 
La

un
ch

 
by

 
Q2
 

In
di

ca
to

r 
5 

fr
om
 
w
o
m
e
n
 

an
d 

ge
nd

er
-d

iv
er

se
 

st
af

f,
 
wi
th
 

fl
ex
ib
le
 
de

li
ve

ry
 
op

ti
on

s.
 

Le
ad
er
sh
ip
 

20
26
, 

on
go

in
g 

In
di

ca
to

r 
3 

Mo
ni

to
r 

an
d 

pr
om
ot
e 

eq
ui
ta
bl
e 

ac
ce
ss

 
to
 

fl
ex

ib
le

 
an

d 
pa

rt
-t

im
e 

wo
rk

 
ac

ro
ss

 
all

 
te

am
s,

 
| 
H
u
m
a
n
 
Re

so
ur

ce
s 

/ 
Te
am
 

Qu
ar

te
rl

y 
In

di
ca

to
r 

6 
in
cl
ud
in
g 

tr
ac

ki
ng

 
up
ta
ke
 

by
 
ge
nd
er
 
an
d 

su
pp

or
ti

ng
 
su

pe
rv

is
or

s 
wi

th
 
gu
id
an
ce
. 

Le
ad
er
s 

re
po
rt
in
g,
 

on
go

in
g 

Co
nd
uc
t 

re
gu
la
r 

wo
rk

fo
rc

e 
re

vi
ew

s 
to 

tr
ac
k 

ge
nd

er
 
co
mp
os
it
io
n 

ac
ro
ss
 

all
 
le

ve
ls

 
an

d 
re

po
rt

 
| 
H
u
m
a
n
 
Re

so
ur

ce
s 

L
e
a
d
/
C
E
O
 

| 
Tw
ic
e 

ye
ar
ly
 

No
ne

 
o
u
t
c
o
m
e
s
 

to
 
C
E
O
 

an
d 

Co
un

ci
l.

 

In
tr

od
uc

e 
me
nt
or
in
g 

an
d 

sp
on

so
rs

hi
p 

in
it

ia
ti

ve
s 

ta
rg
et
in
g 

u
n
d
e
r
r
e
p
r
e
s
e
n
t
e
d
 

gr
ou

ps
, 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

La
un

ch
 

by
 
Q3
 

In
di

ca
to

r 
5 

su
pp

or
ti

ng
 
pr

og
re

ss
io

n 
in

to
 
le
ad
er
sh
ip
 

ro
le

s.
 

20
26
, 

on
go

in
g 

In
di

ca
to

r 
3 

Ma
in
ta
in
 

a 
wo
rk
fo
rc
e 

da
sh

bo
ar

d 
to 

tr
ac
k 

tr
en
ds
 

in 
ge

nd
er

 
co
mp
os
it
io
n,
 

fl
ex
ib
le
 
wo

rk
 
up

ta
ke

, 
| 
H
u
m
a
n
 
Re

so
ur

ce
s 

On
go
in
g,
 

re
vi
ew
 

| 
Al

l 
in

di
ca

to
rs

 
an
d 

le
ad

er
sh

ip
 
re

pr
es

en
ta

ti
on

 
to
 
in

fo
rm

 
wo

rk
fo

rc
e 

pl
an

ni
ng

. 
an
nu

al
ly
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Ar
ar

at
 

Ru
ra

l 
Ci
ty
 

In
di

ca
to

r 
2:

 
G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
th

e 
go
ve
rn
in
g 

bo
dy
 

De
sc

ri
bi

ng
 

th
e 

pr
ob

le
m 

A
n
a
l
y
s
e
 

au
di
t 

da
ta
 

| 
Cr

it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
th

e 
du
ty
 
ho

ld
er

 
or
ga
ni
sa
ti
on
9s
 
go
ve
rn
in
g 

bo
dy
 

in 
20

25
: 

3
0
%
 

(w
) 

7
0
%
 

(m
) 

Th
e 

ge
nd
er
 
co

mp
os

it
io

n 
of

 
Co
un
ci
l9
s 

go
ve
rn
in
g 

ba
dy

 
ha

s 
re

ma
in

ed
 

re
la

ti
ve

ly
 
st
ab
le
 

ov
er

 
re
ce
nt
 

ye
ar

s,
 

wi
th

 
w
o
m
e
n
 

re
pr
es
en
ti
ng
 
28

.6
% 

of
 
me
mb
er
s 

in 
20
21
 

an
d 

20
23
, 

in
cr
ea
si
ng
 

sl
ig
ht
ly
 

to
 
30
% 

in 
20
25
. 

Wh
il

e 
th
is
 
re
pr
es
en
ts
 

a 
sm

al
l 

im
pr

ov
em

en
t,

 
me

n 
co

nt
in

ue
 

to
 
ma
ke
 

up
 

th
e 

ma
jo

ri
ty

 
at 

70
%,
 

in
di
ca
ti
ng
 

th
at

 
ge
nd
er
 

ba
la
nc
e 

at
 
th
e 

go
ve
rn
an
ce
 

le
ve

l 
ha

s 
no

t 
ye

t 
be

en
 
ac

hi
ev

ed
. 

It 
is 

im
po
rt
an
t 

to
 
re
co
gn
is
e 

th
at

 
th
e 

go
ve
rn
in
g 

bo
dy

 
co
mp
ri
se
s 

se
ve

n 
co
un
ci
ll
or
s 

wh
o 

ar
e 

all
 
el

ec
te

d 
by
 
th
e 

co
mm
un
it
y.
 

As
 

a 
re
su
lt
, 

Co
un

ci
l 

ha
s 

li
mi

te
d 

ab
il

it
y 

to
 
di
re
ct
ly
 

in
fl

ue
nc
e 

th
e 

ge
nd

er
 
co
mp
os
it
io
n 

of
 
th

is
 
gr

ou
p.

 
El

ec
ti

on
s 

ar
e 

he
ld
 
ev

er
y 

fo
ur
 
ye
ar
s,
 

un
le
ss
 

a 
va

ca
nc

y 
ar
is
es
 
an
d 

a 
co

un
tb

ac
k 

pr
oc
es
s 

is 
re
qu
ir
ed
, 

m
e
a
n
i
n
g
 

op
po

rt
un

it
ie

s 
fo

r 
c
h
a
n
g
e
 

in 
re
pr
es
en
ta
ti
on
 
oc

cu
r 

pe
ri
od
ic
al
ly
. 

Br
oa
de
r 

so
ci
al
, 

cu
lt
ur
al
, 

an
d 

po
li

ti
ca

l 
fa
ct
or
s 

la
rg
el
y 

sh
ap

e 
w
h
o
 
c
h
o
o
s
e
s
 

to
 
st

an
d 

fo
r 

el
ec

ti
on

 
an
d 

w
h
o
 

is 
ul

ti
ma

te
ly

 
el

ec
te

d,
 

co
nt
ri
bu
ti
ng
 

to
 
th

e 
on
go
in
g 

un
de
rr
ep
re
se

nt
at

io
n 

of
 
w
o
m
e
n
.
 

Wh
il
e 

co
un

ci
ll

or
s 

ar
e 

no
t 

in
vo

lv
ed

 
in 

da
y-

to
-d

ay
 

op
er

at
io

ns
, 

th
e 

co
mp
os
it
io
n 

of
 
th

e 
go

ve
rn

in
g 

bo
dy

 
pl

ay
s 

an
 
im

po
rt

an
t 

ro
le
 

in 
sh
ap
in
g 

st
ra
te
gi
c 

pr
io
ri
ti
es
 
an
d 

c
o
m
m
u
n
i
t
y
 

de
ci

si
on

-m
ak

in
g.

 
Gr
ea
te
r 

di
ve
rs
it
y 

at
 

th
is
 

le
ve

l 
br

in
gs

 
a 

br
oa
de
r 

ra
ng

e 
of
 
ex
pe
ri
en
ce
s 

an
d 

pe
rs

pe
ct

iv
es

, 
su

pp
or

ti
ng

 
mo
re
 

in
fo

rm
ed

 
an

d 
in

cl
us

iv
e 

de
ci
si
on
-m
ak
in
g.
 

Re
pr
es
en
ta
ti
on
 

in 
ci

vi
c 

le
ad

er
sh

ip
 
ca
n 

al
so
 
in

fl
ue

nc
e 

co
mm
un
it
y 

pe
rc
ep
ti
on
s 

ab
ou

t 
wh

o 
pa

rt
ic

ip
at

es
 

in 
le
ad
er
sh
ip
 
an

d 
go
ve
rn
an
ce
 

ro
le

s.
 

Al
th
ou
gh
 

Co
un
ci
l 

ca
nn
ot
 

di
re
ct
ly
 

in
fl

ue
nc

e 
el
ec
ti
on
 
ou

tc
om

es
, 

we
 

re
co

gn
is

e 
th

e 
ro
le
 
we
 

ca
n 

pl
ay
 

in 
su

pp
or

ti
ng

 
lo
ng
-t
er
m 

ch
an
ge
. 

T
h
r
o
u
g
h
 

c
o
m
m
u
n
i
t
y
 

e
n
g
a
g
e
m
e
n
t
,
 

le
ad
er

sh
ip

 
de

ve
lo

pm
en

t 
in

it
ia

ti
ve

s,
 

an
d 

in
cl

us
iv

e 
pr
og
ra
ms
, 

Co
un
ci
l 

ca
n 

he
lp

 
en
co
ur
ag
e 

br
oa
de
r 

pa
rt
ic
ip
at
io
n 

in 
ci

vi
c 

le
ad

er
sh

ip
. 

Co
un

ci
l 

al
so
 
re

ma
in

s 
co

mm
it

te
d 

to 
mo
ni
to
ri
ng
 

an
d 

tr
an
sp
ar
en
tl
y 

re
po
rt
in
g 

on
 

th
e 

ge
nd
er
 
co
mp
os
it
io
n 

of
 
th

e 
go
ve
rn
in
g 

bo
dy

 
ov
er
 
ti
me
. 

Ma
in
ta
in
in
g 

vi
si
bi
li
ty
 

of
 
th

is
 
in

di
ca

to
r 

al
lo

ws
 
Co

un
ci

l 
to

 
tr

ac
k 

tr
en
ds
, 

a
c
k
n
o
w
l
e
d
g
e
 
on
go
in
g 

im
ba

la
nc

es
, 

an
d 

co
nt

ri
bu

te
 

to
 
br
oa
de
r 

ef
fo

rt
s 

to
 
su

pp
or

t 
di

ve
rs

e 
re
pr
es
en
ta
ti
on
 

in 
lo

ca
l 

le
ad

er
sh

ip
. 

Se
tt
in
g 

me
tr

ic
s 

Me
as
ur
es
 

Cr
it
ic

al
 
pe
rf
or
ma
nc
e 

me
as
ur
es
: 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
th

e 
du
ty
 
ho
ld
er
 
or

ga
ni

sa
ti

on
9s

 
go

ve
rn

in
g 

bo
dy

. 
Ad
di

ti
on
al
 
m
e
a
s
u
r
e
s
 

(o
pt

io
na

l)
: 

1. 
N
u
m
b
e
r
 

of
 
p
r
o
g
r
a
m
s
 

or
 

in
it

ia
ti

ve
s 

th
at

 
su

pp
or

t 
w
o
m
e
n
 

to
 
ex

pl
or

e 
le

ad
er

sh
ip

 
an
d 

g
o
v
e
r
n
a
n
c
e
 

ro
le
s 

4 
to

 
tr
ac
k 

Co
un
ci
l'
s 

ef
fo
rt
s 

in 
en
co
ur
ag
in
g 

le
ad

er
sh

ip
 

pa
rt

ic
ip

at
io

n 

Ta
rg

et
/s

 
1. 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
th

e 
go
ve
rn
in
g 

bo
dy

 
4 

By
 
20
29
, 

in
cr
ea
se
 

th
e 

pr
op
or
ti
on
 

of
 
w
o
m
e
n
 

co
un
ci
ll
or
s 

fr
om
 
3
0
%
 

to
 

at
 
le
as
t 
4
2
%
 

(3
 
ou

t 
of

 
7 

co
un
ci
ll
or
s)
, 

su
bj
ec
t 

to
 
el
ec
ti
on
 
ou
tc
om
es
. 

St
ra
te
gi
es
 

St
ra
te
gy
 

R
e
s
p
o
n
s
i
b
l
e
 

Ti
me
li
ne
 

Re
la

te
d 

to
 
ot

he
r 

in
di

ca
to

rs
? 

I
m
p
l
e
m
e
n
t
 

le
ad

er
sh

ip
 
de
ve
lo
pm
en
t,
 

me
nt

or
in

g,
 

an
d 

c
o
m
m
u
n
i
t
y
 
e
n
g
a
g
e
m
e
n
t
 

in
it

ia
ti

ve
s 

th
at

 
| 
C
E
O
 

/ 
Se

ni
or

 
Le

ad
er

sh
ip

 
te
am
 

O
n
g
o
i
n
g
 

N
o
n
e
 

su
pp

or
t 

w
o
m
e
n
 

to
 
ex
pl
or
e 

fu
tu
re
 
el
ec
te

d 
ro
le
s.
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Ar
ar

at
 

Ru
ra
l 

Ci
ty
 

In
di

ca
to

r 
3:

 
Eq

ua
l 

re
mu
ne
ra
ti
on
 

fo
r 

wo
rk
 

of
 
eq

ua
l 

or
 
c
o
m
p
a
r
a
b
l
e
 

va
lu
e 

ac
ro

ss
 

all
 

le
ve

ls
 

of
 

th
e 

wo
rk

fo
rc

e,
 

ir
re

sp
ec

ti
ve

 
of
 
ge

nd
er

 

De
sc

ri
bi

ng
 

th
e 

pr
ob
le
m 

A
n
a
l
y
s
e
 

au
di

t 
da
ta
 

Cr
it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

M
e
a
n
 

to
ta

l 
re
mu
ne
ra
ti
on
 
ge
nd
er
 

pa
y 

ga
p 

by
 
oc
cu
pa
ti
on
 
gr

ou
p 

in 
20

25
: 

9.
2%
 

(b
/w
 
M
&
W
)
 

2.
8%
 

(b
/w
 
M
&
W
)
 

20
.7

% 
(b
/w
 
M&
W)
; 

-2
3.

56
% 

(b
/w
 
M&
S)
 

-2
.2
% 

(b
/w
 
M
&
W
)
 

-1
4.

56
% 

(b
/w
 
M
&
W
)
 

no
 
da
ta
 

no
 
da
ta
 

. 
10

.7
% 

(b
/w
 
M
&
W
)
 

Al
l 

oc
cu
pa

ti
on

s:
 

1.
34

% 
(b
/w
 
M
&
W
)
 

-1
6.
26
 
(b
/w
 
M&
S)
 

Me
an

 
to
ta
l 

re
mu
ne
ra
ti
on
 

se
ni
or
 
le
ad
er
 
ge
nd
er
 

pa
y 

ga
p 

in 
20

25
: 

24
.1
2%
 

S
u
p
p
l
e
m
e
n
t
a
r
y
 
me

as
ur

es
: 

Me
an

 
ba

se
 

sa
la

ry
 
pa
y 

ga
p 

in 
20

25
: 

-0
.6
4%
 

(b
/w
 
M
&
W
)
 

-2
1.

02
% 

(b
/w
 
M&
S)
 

Me
di

an
 

to
ta

l 
re
mu
ne
ra
ti
on
 

pa
y 

ga
p 

in 
20

25
: 

-0
.7
1%
 

(b
/w
 
M
&
W
)
 

-2
7.
77

% 
(b

/w
 
M
&
S
)
 

Me
di
an
 

ba
se
 

sa
la

ry
 

pa
y 

ga
p 

in 
20

25
: 

-2
.1

0%
 

(b
/w
 
M
&
W
)
 

-3
1.
41
% 

(b
/w

 
M
&
S
)
 

TKNOF HON 

Ou
r 

20
25

 
au

di
t 

da
ta
 
s
h
o
w
s
 

th
at
 
Co
un

ci
l 

ha
s 

m
a
d
e
 
s
o
m
e
 

pr
og

re
ss

 
to
wa
rd
 

ge
nd
er
 

pa
y 

eq
ui
ty
; 

ho
we
ve
r,
 
s
o
m
e
 

ga
ps
 

re
ma
in
 

th
at

 
re

qu
ir

e 
on

go
in

g 
at
te
nt
io
n.
 
Ac

ro
ss

 
th

e 

wo
rk
fo
rc
e,
 

th
e 

m
e
a
n
 

to
ta
l 

re
mu
ne
ra
ti
on
 
ge
nd
er
 

pa
y 

ga
p 

is 
re

la
ti

ve
ly

 
sm
al
l 

at
 
1.

34
% 

b
e
t
w
e
e
n
 
w
o
m
e
n
 

an
d 

me
n,

 
in

di
ca

ti
ng

 
th
at
 
ov
er
al
l 

pa
y 

pr
ac
ti
ce
s 

ar
e 

br
oa

dl
y 

co
ns

is
te

nt
. 

Me
di

an
 

ba
se

 
sa
la
ry
 
an
d 

to
ta
l 

re
mu

ne
ra

ti
on

 
ga

ps
 

ha
ve

 
al
so
 
na

rr
ow

ed
 

ov
er
 

ti
me
, 

an
d 

in 
so

me
 

ca
se

s,
 

sl
ig
ht
ly
 
fa
vo
ur
 
wo

me
n.

 
Th

is
 
su

gg
es

ts
 

th
at
, 

fo
r 

mo
st

 
em
pl
oy
ee

s,
 

pa
y 

ou
tc

om
es

 
ar
e 

ge
ne
ra
ll
y 

eq
ui

ta
bl

e.
 

De
sp
it

e 
th
is
, 

th
e 

da
ta

 
hi
gh
li
gh
ts
 

se
ve

ra
l 

on
go
in
g 

ch
al

le
ng

es
. 

Pa
y 

ga
ps
 

va
ry

 
co

ns
id

er
ab

ly
 

ac
ro
ss
 

oc
cu

pa
ti

on
 

gr
ou
ps
, 

wi
th

 
s
o
m
e
 

sh
ow

in
g 

mo
re
 

si
gn
if
ic
an
t 

di
ff

er
en
ce
s 

b
e
t
w
e
e
n
 
m
e
n
 

an
d 

w
o
m
e
n
.
 

Th
e 

m
e
a
n
 

to
ta
l 

re
mu
ne
ra
ti
on
 
ge
nd
er
 

pa
y 

ga
p 

fo
r 

se
ni
or
 
le

ad
er

s 
ha
s 

in
cr
ea
se
d 

fr
om
 
1
2
.
0
7
%
 

in 
20

21
 

to
 
2
4
.
1
2
%
 

in 
20

25
. 

It 
is 

im
po

rt
an

t 
to

 
no
te
 

th
ou
gh
, 

th
at

 
th
is
 
fi
gu
re
 
in

cl
ud

es
 

th
e 

Ch
ie
f 

Ex
ec
ut
iv
e 

Of
fi

ce
r 

an
d,

 
gi

ve
n 

th
e 

sm
al

l 
nu

mb
er

 
of
 
po
si
ti
on
s 

at
 
th
is
 

le
ve
l,
 

ca
n 

si
gn

if
ic

an
tl

y 
in

fl
ue

nc
e 

th
e 

ov
er
al
l 

re
su
lt
. 

Wh
il
e 

th
is
 

co
nt

ri
bu

te
s 

to
 
th
e 

si
ze

 
of
 
th

e 
ga
p,
 

it 
al
so
 
in

di
ca

te
s 

th
at

 
pa
y 

eq
ui

ty
 

at
 
se
ni
or
 

le
ve

ls
 

is 
no

t 
ye

t 
fu
ll
y 

ac
hi
ev
ed
. 

Th
e 

da
ta
 

al
so
 
s
h
o
w
s
 

th
at
 
se

lf
-d

es
cr

ib
ed

 
st

af
f 

ex
pe
ri
en
ce
 

ne
ga
ti
ve
 

pa
y 

ga
ps

 
c
o
m
p
a
r
e
d
 

to
 
me
n,
 

re
in
fo
rc

in
g 

th
e 

im
po

rt
an

ce
 

of
 
co

nt
in

ui
ng

 
to
 
im
pr
ov
e 

da
ta
 

co
ll
ec
ti
on
 

an
d 

en
su

ri
ng
 

in
cl

us
iv

e 
an
d 

eq
ui

ta
bl

e 
o
u
t
c
o
m
e
s
 

ac
ro

ss
 

all
 
ge
nd
er
 

id
en

ti
ti

es
. 

St
ru
ct
ur
al
 

an
d 

wo
rk
fo
rc
e 

pa
tt
er
ns
 

co
nt

ri
bu

te
 

to
 
th
es
e 

ou
tc
om
es
. 

W
o
m
e
n
 

ar
e 

mo
re
 

li
ke

ly
 

to
 
wo

rk
 

pa
rt

-t
im

e 
or

 
in 

fl
ex
ib
le
 

ro
le

s,
 
wh

ic
h 

ca
n 

li
mi
t 

ac
ce
ss
 

to
 
hi

gh
er

-p
ay

in
g 

po
si

ti
on

s 
or
 
ad

di
ti

on
al

 
re
mu
ne
ra
ti
on
 
c
o
m
p
o
n
e
n
t
s
.
 

Oc
cu
pa
ti
on
al
 

se
gr
eg
at
io
n 

al
so
 

pl
ay
s 

a 
ro
le
, 

wi
th
 
s
o
m
e
 

hi
gh

er
-p

ai
d 

ro
le
s 

mo
re
 
c
o
m
m
o
n
l
y
 

he
ld
 

by
 
m
e
n
 

an
d 

lo
we

r-
pa

id
 

ro
le
s 

mo
re
 
c
o
m
m
o
n
l
y
 

he
ld
 

by
 
w
o
m
e
n
.
 
T
h
e
s
e
 

pa
tt

er
ns

 
in

fl
ue

nc
e 

ca
re
er
 
pr
og
re
ss
io
n,
 
ac

ce
ss

 
to
 
le
ad
er
sh
ip
 

op
po
rt

un
it

ie
s,

 
an
d 

lo
ng
er
-t
er
m 

ea
rn
in
g 

po
te
nt
ia
l.
 

Wh
il
e 

Co
un
ci
l 

ha
s 

un
de
rt
ak
en
 
ge
nd
er
 

pa
y 

au
di
ts
 
an

d 
ma
in
ta
in
s 

co
ns
is
te
nt
 
pa
y 

st
ru
ct
ur
es
 
th

ro
ug

h 
th
e 

En
te
rp
ri
se
 
A
g
r
e
e
m
e
n
t
,
 

th
e 

da
ta
 
s
h
o
w
s
 

th
at
 
th

es
e 

a
p
p
r
o
a
c
h
e
s
 

al
on
e 

ar
e 

no
t 

e
n
o
u
g
h
 

to
 

fu
ll
y 

ad
dr
es
s 

pa
y 

ga
ps

, 
pa
rt
ic
ul
ar
ly
 

at
 
se
ni
or
 

le
ve

ls
. 

Un
de

rs
ta

nd
in

g 
th
es
e 

un
de

rl
yi

ng
 

pa
tt

er
ns

 
al
lo
ws
 

us
 

to
 
fo

cu
s 

on
 
ta

rg
et

ed
 

st
ra
te
gi
es
 

th
at

 
su
pp

or
t 

eq
ui
ta

bl
e 

pr
og

re
ss

io
n 

an
d 

en
su
re
 

fa
ir
 
pa

y 
fo
r 
wo

rk
 

or
 
eq

ua
l 

or
 
c
o
m
p
a
r
a
b
l
e
 

va
lu

e.
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Ar
ar

at
 

Ru
ra

l 
Ci
ty
 

Se
tt

in
g 

me
tr

ic
s 

M
e
a
s
u
r
e
s
 

Cr
it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

Me
an

 
to

ta
l 

re
mu
ne
ra
ti
on
 
ge

nd
er

 
pa

y 
ga
p 

by
 
oc

cu
pa
ti
on
 

gr
ou
p.
 

Me
an
 

to
ta

l 
re
mu
ne
ra
ti
on
 

se
ni

or
 
le
ad
er
 
ge
nd
er
 

pa
y 

ga
p.

 
S
u
p
p
l
e
m
e
n
t
a
r
y
 
m
e
a
s
u
r
e
s
:
 

M
e
a
n
 

ba
se

 
sa
la
ry
 
pa

y 
ga
p.
 

Me
di
an
 

to
ta
l 

re
mu
ne
ra
ti
on
 

pa
y 

ga
p.

 
Me

di
an

 
ba

se
 

sa
la
ry
 
pa
y 

ga
p.

 
Ad
di
ti
on
al
 
m
e
a
s
u
r
e
s
 

(o
pt

io
na

l)
: 

1. 2, 

N
u
m
b
e
r
 

of
 
ro
le
 
cl
as
si
fi
ca
ti
on
 
re

vi
ew

s 
co
mp
le
te
d 

an
nu

al
ly

 
4 

to
 
en
su
re
 
co
ns
is
te
nc
y 

an
d 

fa
ir
ne
ss
 

in 
re
mu
ne
ra
ti
on
 
ac

ro
ss

 
oc

cu
pa

ti
on

 
gr

ou
ps

. 
Pr
op
or
ti
on
 

of
 
st
af
f 

co
mp
le
ti
ng
 
d
e
v
e
l
o
p
m
e
n
t
 

or
 
le

ad
er

sh
ip

 
p
r
o
g
r
a
m
s
 

by
 
ge
nd
er
 

4 
to
 
tr
ac
k 

wh
et
he
r 

op
po

rt
un

it
ie

s 
th

at
 
in

fl
ue

nc
e 

pa
y 

pr
og
re
ss

io
n 

ar
e 

eq
ui

ta
bl

y 
ac

ce
ss
ed

. 

Ta
rg
et
/s
 

By
 
20
29
, 

re
du
ce
 

th
e 

m
e
a
n
 

to
ta
l 

re
mu
ne
ra
ti
on
 
ge
nd
er
 

pa
y 

ga
p 

ac
ro
ss
 

all
 
oc

cu
pa

ti
on

 
gr

ou
ps

 
to
 
wi
th
in
 
+/
-2
% 

b
e
t
w
e
e
n
 
w
o
m
e
n
 

an
d 

m
e
n
.
 

By
 
20

29
, 

re
du
ce
 

th
e 

m
e
a
n
 

to
ta

l 
re
mu
ne
ra
ti
on
 
ge
nd
er
 

pa
y 

ga
p 

at
 
th

e 
se
ni
or
 
le
ad
er
sh
ip
 

le
ve

l 
to

 
15

% 
or
 

le
ss

, 
re

co
gn

is
in

g 
th

e 
im
pa
ct
 

of
 
th

e 
C
E
O
 

ro
le
 

on
 

th
is
 
me
as
ur
e.
 

By
 
20
29
, 

ma
in
ta
in
 
me

an
 

an
d 

me
di
an
 
ba
se
 

sa
la

ry
 
ge

nd
er

 
pa
y 

ga
ps

 
wi
th
in
 
+/

-2
% 

be
tw

ee
n 

w
o
m
e
n
 

an
d 

me
n.
 

By
 
20
29
, 

ma
in
ta
in
 
me

di
an

 
to
ta
l 

re
mu
ne
ra
ti
on
 
ge
nd
er
 
pa
y 

ga
ps
 

wi
th
in
 
+/

-2
% 

b
e
t
w
e
e
n
 
w
o
m
e
n
 

an
d 

me
n,
 

wh
il
e 

co
nt

in
ui

ng
 

to
 
im
pr
ov
e 

da
ta

 
vi
si
bi
li
ty
 
an
d 

ou
tc

om
es

 
fo

r 
se
lf
-d
es
cr
ib
ed
 

st
af
f.
 

St
ra
te
gi
es
 

St
ra
te
gy
 

R
e
s
p
o
n
s
i
b
l
e
 

Ti
me
li
ne
 

Re
la

te
d 

to
 
ot
he
r 

in
di
ca
to
rs
? 

R
e
v
i
e
w
 
an
d 

ap
pl

y 
re
mu
ne
ra
ti
on
 

pr
ac

ti
ce

s 
co

ns
is

te
nt

ly
 
ac

ro
ss

 
all

 
ro

le
s,

 
in
cl
ud
in
g 

cl
ea

r 
sa
la
ry
 

ba
nd

s,
 
al

lo
wa

nc
es

, 
an
d 

tr
an
sp
ar
en
t 

c
o
m
m
u
n
i
c
a
t
i
o
n
 

on
 
pa
y 

an
d 

pr
og

re
ss

io
n.

 

HR
 
Le

ad
 

/ 
Se
ni
or
 
Le
ad
er
sh
ip
 

An
nu

al
ly

 
In

di
ca

to
r 

1 

E
x
p
a
n
d
 

fl
ex

ib
le

 
wo
rk
 

op
ti
on
s 

to
 
su

pp
or

t 
eq

ui
ta

bl
e 

ac
ce

ss
 

to
 
ca

re
er

 
pr

og
re

ss
io

n 
an

d 
pa
y 

ou
tc
om

es
, 

pa
rt
ic
ul
ar
ly
 

fo
r 
e
m
p
l
o
y
e
e
s
 

wi
th
 
ca
ri
ng
 

re
sp

on
si

bi
li

ti
es

. 

HR
 

Le
ad
 

/ 
Se

ni
or

 
Le
ad
er
sh
ip
 

On
go
in
g 

In
di

ca
to

r 
1 

In
di

ca
to

r 
6 

Mo
ni
to

r 
se

ni
or

 
le

ad
er

sh
ip

 
re
mu
ne
ra
ti
on
 

an
d 

en
su
re
 

eq
ui

ta
bl

e 
ac

ce
ss

 
to

 
le

ad
er

sh
ip

 

d
e
v
e
l
o
p
m
e
n
t
 
an
d 

pr
og

re
ss

io
n 

op
po

rt
un
it

ie
s.

 
HR
 

Le
ad

 
/ 
Se
ni
or
 
Le
ad
er
sh
ip
 

O
n
g
o
i
n
g
 

In
di
ca
to
r 

1 
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In
di
ca
to
r 

4.
 
Se

xu
al

 
h
a
r
a
s
s
m
e
n
t
 

in 
th

e 
wo

rk
pl

ac
e 

De
sc
ri
bi
ng
 

th
e 

pr
ob

le
m 

An
al

ys
e 

au
di
t 

da
ta
 

Cr
it
ic
al
 
pe

rf
or

ma
nc

e 
me

as
ur

es
: 

| 
A
n
o
n
y
m
o
u
s
 
ex
pe
ri
en
ce
 

ra
te

 
of
 
se

xu
al

 
ha
ra
ss
me
nt
 

in 
20
25
: 

0%
 

| 
N
u
m
b
e
r
 

of
 
fo
rm
al
 
re
po
rt
s 

of
 
se
xu
al
 
h
a
r
a
s
s
m
e
n
t
 

in 
20
25
: 

1 
(M

) 

S
u
p
p
l
e
m
e
n
t
a
r
y
 
m
e
a
s
u
r
e
s
:
 

| 
Pa
rt
ic
ip
an
ts
 
wh

o 
sa
id
 
th
ey
 
re
po
rt
ed
 
se
xu
al
 
ha
ra
ss

me
nt
 

in 
20
25
: 

in
su

ff
ic

ie
nt

 
da
ta
 

_ 
Re

as
on

s 
fo

r 
no
t 

ma
ki

ng
 

a 
fo
rm
al
 
se
xu
al
 
ha
ra
ss

me
nt
 
co
mp
la
in
t 

in 
20

25
: 

in
su

ff
ic

ie
nt

 
da
ta
 

Sa
ti
sf
ac
ti
on
 

wi
th
 
ha
nd
li
ng
 

of
 
wo

rk
pl

ac
e 

se
xu
al
 
h
a
r
a
s
s
m
e
n
t
 
co
mp
la
in
t 

in 
20
25
: 

in
su
ff
ic
ie
nt
 
da
ta
 

Sa
ti
sf
ac
ti
on
 

wi
th
 
ha
nd
li
ng
 

of
 
fo

rm
al

 
wo

rk
pl

ac
e 

se
xu
al
 
ha
ra
ss
me
nt
 
co

mp
la

in
t 

in 
20
25
: 

10
0%
 

Th
e 

20
25
 
wo
rk
fo
rc
e 

ge
nd
er
 

au
di

t 
in

di
ca

te
s 

th
at
 
se
xu
al
 
ha
ra
ss
me
nt
 

is 
cu
rr

en
tl
y 

a 
lo
w-
in
ci
de
nc
e 

is
su
e 

wi
th
in
 

th
e 

or
ga
ni
sa
ti
on
, 

wi
th
 

a 
0%
 
ex
pe
ri
en
ce
 

ra
te

 
re

po
rt

ed
 

in 
th
e 

Pe
op

le
 

Ma
tt

er
 
Su

rv
ey

. 
On

e 
fo
rm
al
 

re
po
rt
 
wa
s 

re
co

rd
ed

 
in 

20
25

, 
su

bm
it

te
d 

by
 

a 
ma

le
 
em
pl
oy
ee

, 
wi
th
 

sa
ti

sf
ac

ti
on

 
in 

th
e 

ha
nd
li
ng
 

of
 
th

e 
co
mp
la
in
t 

re
co

rd
ed

 
as

 
10

0%
. 

Pr
ev
io
us
 

au
di
t 

da
ta
 
s
h
o
w
s
 

a 
de

cl
in

in
g 

tr
en
d,
 

wi
th
 
8%
 

of
 
w
o
m
e
n
 

re
po

rt
in

g 
ex
pe
ri
en
ci
ng
 

of
 
se

xu
al

 
h
a
r
a
s
s
m
e
n
t
 

in 
20
21
, 

an
d 

5.
3%
 

of
 
w
o
m
e
n
 

an
d 

3.
8%
 

of
 
me
n 

re
po

rt
in

g 

ex
pe

ri
en
ce
s 

in 
20
23
. 

Wh
il
e 

th
es
e 

re
su
lt
s 

ar
e 

en
co

ur
ag

in
g,

 
th
e 

la
ck
 

of
 
s
u
p
p
l
e
m
e
n
t
a
r
y
 

da
ta
 

li
mi

ts
 

a 
de
ep
er
 
un

de
rs

ta
nd

in
g 

of
 
e
m
p
l
o
y
e
e
 

ex
pe

ri
en

ce
s.

 
In 

pa
rt

ic
ul

ar
, 

th
er
e 

is 
li

mi
te

d 
in
si
gh
t 

in
to
 

wh
et

he
r 

e
m
p
l
o
y
e
e
s
 

fe
el
 
co

nf
id

en
t 

re
po
rt
in
g 

in
ci
de
nt
s,
 
wh
at
 

ba
rr

ie
rs

 
m
a
y
 

ex
is
t,
 

or
 
ho
w 

re
po
rt
in
g 

pr
oc

es
se
s 

ar
e 

pe
rc

ei
ve

d 
ac
ro
ss
 

th
e 

or
ga
ni
sa
ti
on
. 

Co
ns
ul
ta
ti
on
 
un
de
rt
ak
en
 

fo
r 

th
is
 
G
E
A
P
 

id
en
ti
fi
ed
 

th
at
 
13
.3
% 

of
 
re

sp
on

de
nt

s 
ha
d 

ex
pe

ri
en

ce
d 

or
 
wi

tn
es

se
d 

g
e
n
d
e
r
-
b
a
s
e
d
 

di
sc
ri
mi
na
ti
on
, 

ha
ra

ss
me

nt
, 

or
 
ba

rr
ie

rs
 

in 
th
e 

wo
rk
pl
ac
e.
 

Th
is
 

su
gg
es
ts
 

th
at
, 

wh
il
e 

fo
rm

al
 

re
po

rt
s 

ar
e 

lo
w,
 
s
o
m
e
 

st
af
f 

co
nt
in
ue
 

to
 
ex

pe
ri

en
ce

 
or
 
wi
tn
es
s 

in
ap

pr
op

ri
at

e 
be
ha
vi
ou
r.
 

Th
is
 

hi
gh
li
gh
ts
 

th
e 

im
po

rt
an

ce
 

of
 

ma
in

ta
in

in
g 

a 
pr

oa
ct

iv
e 

ap
pr
oa
ch
 

to
 
wo

rk
pl

ac
e 

cu
lt

ur
e 

an
d 

pr
ev

en
ti

on
. 

It 
is 

im
po

rt
an

t 
fo
r 

us
 

no
t 

to
 
in
te
rp
re
t 

lo
w 

re
po

rt
in

g 
as

 
an

 
ab

se
nc

e 
of
 
ri
sk
. 

Ev
en

 
is

ol
at

ed
 
in

ci
de

nt
s 

ca
n 

ha
ve

 
a 

si
gn
if
ic
an
t 

im
pa
ct
 

on
 
em
pl
oy
ee
 
we

ll
be

in
g,

 
wo
rk
pl
ac
e 

cu
lt

ur
e,

 

an
d 

pe
rc
ep
ti
on
s 

of
 
sa

fe
ty

. 
Ma

in
ta

in
in

g 
st
ro
ng
 
pr

ev
en

ti
on

 
me

as
ur

es
, 

cl
ea
r 

re
po

rt
in

g 
pa

th
wa

ys
, 

an
d 

e
m
p
l
o
y
e
e
 
co

nf
id

en
ce

 
in 

co
mp

la
in

t 
pr
oc
es
se
s 

re
ma

in
s 

es
se

nt
ia

l.
 

Ov
er
al
l,
 

th
e 

au
di
t 

an
d 

co
ns

ul
ta

ti
on

 
da
ta
 

in
di

ca
te

 
th
at
 
se

xu
al

 
h
a
r
a
s
s
m
e
n
t
 

is 
no
t 

wi
de

sp
re

ad
; 

ho
we
ve
r,
 

th
er
e 

ar
e 

sti
ll 

op
po
rt
un
it
ie
s 

to
 
st

re
ng

th
en

 
pr
ev
en
ti
on
, 

a
w
a
r
e
n
e
s
s
,
 

an
d 

re
po

rt
in

g 
co

nf
id

en
ce

. 
Im

pr
ov

in
g 

da
ta
 
co
ll
ec
ti
on
 
an
d 

co
nt
in
ui
ng
 

to
 
pr

om
ot

e 
a 

sa
fe
, 

re
sp
ec
tf
ul
, 

an
d 

in
cl

us
iv

e 
wo

rk
pl

ac
e 

wi
ll
 
su
pp
or
t 

on
go

in
g 

i
m
p
r
o
v
e
m
e
n
t
 

in 
th
is
 
ar
ea
. 

15



Ar
ar

at
 

Ru
ra
l 

Ci
ty
 

Se
tt
in
g 

me
tr

ic
s 

M
e
a
s
u
r
e
s
 

Cr
it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

A
n
o
n
y
m
o
u
s
 
ex
pe
ri
en
ce
 

ra
te

 
of

 
se

xu
al

 
ha

ra
ss
me

nt
. 

N
u
m
b
e
r
 

of
 
fo

rm
al

 
re
po
rt
s 

of
 
se

xu
al

 
ha

ra
ss

me
nt

. 

S
u
p
p
l
e
m
e
n
t
a
r
y
 
m
e
a
s
u
r
e
s
:
 

Pa
rt
ic
ip
an
ts
 
wh
o 

sa
id
 
th

ey
 
re
po
rt
ed
 
se
xu
al
 
ha

ra
ss
me

nt
. 

Re
as

on
s 

fo
r 

no
t 

ma
ki

ng
 

a 
fo
rm
al
 
se
xu
al
 
ha
ra
ss

me
nt
 
co
mp
la
in
t.
 

Sa
ti
sf
ac
ti
on
 

wi
th
 
ha
nd
li
ng
 

of
 
wo
rk
pl
ac
e 

se
xu
al
 
h
a
r
a
s
s
m
e
n
t
 
co

mp
la

in
t.

 
Sa
ti
sf
ac
ti
on
 

wi
th
 
ha
nd
li
ng
 

of
 
fo
rm
al
 
wo
rk
pl
ac
e 

se
xu

al
 
h
a
r
a
s
s
m
e
n
t
 
co

mp
la

in
t.

 
Ad
di
ti
on
al
 
m
e
a
s
u
r
e
s
 

(o
pt
io
na
l)
: 

1. 
Co

mp
le

ti
on

 
ra
te
s 

of
 
se

xu
al

 
h
a
r
a
s
s
m
e
n
t
 
pr

ev
en

ti
on

 
tr
ai
ni
ng
 

by
 

al
l 

st
af
f.
 

E
m
p
l
o
y
e
e
 
co
nf
id
en
ce
 

in 
re
po
rt
in
g 

pr
oc

es
se

s 
(v

ia
 
a
n
o
n
y
m
o
u
s
 

su
rv

ey
).

 

Ta
rg
et
/s
 

1. 
By
 
20

29
, 

ma
in
ta
in
 

a 
lo
w 

re
po
rt
ed
 
ex
pe
ri
en
ce
 

of
 
se

xu
al

 
h
a
r
a
s
s
m
e
n
t
 

in 
th

e 
Pe

op
le

 
Ma
tt
er
 
Su
rv
ey
 

(t
ar

ge
t:

 
0-
2%
).
 

2. 
By
 
20

29
, 

ac
hi
ev
e 

an
d 

ma
in
ta
in
 
10

0%
 
co
mp
le
ti
on
 

of
 
se
xu
al
 
ha
ra
ss

me
nt
 
pr

ev
en

ti
on

 
an
d 

R
e
s
p
e
c
t
@
W
o
r
k
 

tr
ai
ni
ng
 

fo
r 

all
 

st
af

f.
 

3. 
By

 
20

29
, 

en
su
re
 

1
0
0
%
 

of
 
fo
rm
al
 

se
xu

al
 
h
a
r
a
s
s
m
e
n
t
 

co
mp

la
in

ts
 

ar
e 

m
a
n
a
g
e
d
 

wi
th
in
 

po
li
cy
 
ti

me
fr

am
es

, 
wi

th
 

at
 

le
as
t 

9
0
%
 

st
af
f 

sa
ti

sf
ac

ti
on

 
in 

co
mp
la
in
t 

ha
nd

li
ng

. 

4.
 

By
 
20

29
, 

ac
hi

ev
e 

at
 
le
as
t 

9
0
%
 

of
 
st

af
f 

in
di

ca
ti

ng
 
th

ey
 

fe
el

 
sa
fe
 
an
d 

su
pp

or
te

d 
to

 
re
po
rt
 
in
ci
de
nt
s 

(v
ia
 
a
n
o
n
y
m
o
u
s
 

su
rv
ey
).
 

St
ra
te
gi
es
 

St
ra

te
gy

 
Re
sp
on
si
bl
e 

T
i
m
e
l
i
n
e
 

R
e
l
a
t
e
d
 

to
 
ot
he
r 

i
n
d
i
c
a
t
o
r
s
?
 

De
li

ve
r 

m
a
n
d
a
t
o
r
y
 

se
xu

al
 
h
a
r
a
s
s
m
e
n
t
 
pr

ev
en

ti
on

 
an

d 
R
e
s
p
e
c
t
@
W
o
r
k
 

tr
ai
ni
ng
 

to
 

all
 

st
af

f.
 

H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Le
ad

 
Ev
er
y 

2 
ye
ar
s 

No
ne

 

E
n
h
a
n
c
e
 

re
po

rt
in

g 
p
a
t
h
w
a
y
s
 

an
d 

co
mp

la
in

t 
m
a
n
a
g
e
m
e
n
t
 

pr
oc
es
se
s,
 

in
cl

ud
in

g 
mu

lt
ip

le
 

re
po
rt

in
g 

op
ti
on
s 

an
d 

fe
ed

ba
ck

 
lo

op
s.

 

H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Le
ad
 

On
go
in
g 

No
ne
 

C
o
n
d
u
c
t
 

a
n
o
n
y
m
o
u
s
 

st
af
f 

su
rv

ey
s 

to
 

mo
ni

to
r 

ex
pe
ri
en
ce
s,
 

re
po
rt
in
g 

co
nf

id
en

ce
, 

an
d 

wo
rk
pl

ac
e 

cu
lt
ur
e,
 

us
in

g 
re
su
lt
s 

to
 
in

fo
rm

 
ta
rg
et
ed
 

ac
ti
on
s.
 

H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Le
ad
 

An
nu

al
ly

 
In

di
ca

to
r 

7 

be
ha
vi
ou
rs
 

an
d 

ex
pe
ct
at
io
ns
. 

De
li

ve
r 

ta
rg

et
ed

 
a
w
a
r
e
n
e
s
s
 
c
a
m
p
a
i
g
n
s
 

an
d 

po
li

cy
 
up
da
te
s 

to
 
re
in
fo
rc
e 

re
sp
ec
tf
ul
 
wo

rk
pl

ac
e 

H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Le
ad
 

Bi
en
ni
al
ly
 

In
di

ca
to

r 
7 
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Ar
ar
at
 

Ru
ra
l 

Ci
ty
 

In
di
ca
to
r 

5:
 
Re
cr
ui
tm
en
t 

an
d 

pr
om

ot
io

n 
pr

ac
ti

ce
s 

in 
th

e 
wo

rk
pl

ac
e 

De
sc
ri
bi
ng
 

th
e 

pr
ob

le
m 

A
n
a
l
y
s
e
 

au
di
t 

da
ta
 

| 
Cr

it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

G
e
n
d
e
r
 
co

mp
os

it
io

n 
of
 
re
cr
ui
te
d 

e
m
p
l
o
y
e
e
s
 

in 
20
25
: 

5
3
.
6
6
%
 

W,
 
4
6
.
3
4
%
 

M 

| 
G
e
n
d
e
r
 
co

mp
os

it
io

n 
of
 
e
m
p
l
o
y
e
e
s
 
wh
o 

we
re
 
pr
om
ot
ed
 

in 
20
25
: 

5
2
.
9
4
%
 

W,
 
4
7
.
0
6
%
 

M 

| 
Pe

rc
ep

ti
on

s 
of
 
re
cr
ui
tm
en
t,
 

by
 
ge

nd
er

 
in 

20
25
: 

7
0
%
 

W,
 
4
7
.
4
%
 

M 

Pe
rc
ep
ti
on
s 

of
 
pr

om
ot

io
n,

 
by
 
ge
nd
er
 

in 
20
25
: 

56
.7
% 

W,
 
2.
36
% 

M 

Th
e 

20
25
 
wo
rk
fo
rc
e 

ge
nd
er
 

au
di
t 

in
di

ca
te

s 
th
at
 
re

cr
ui

tm
en

t 
an
d 

pr
om
ot
io
n 

o
u
t
c
o
m
e
s
 

ar
e 

br
oa
dl
y 

ba
la
nc
ed
 

in 
te
rm
s 

of
 
ge
nd
er
. 

Re
cr

ui
te

d 
e
m
p
l
o
y
e
e
s
 
we
re
 
5
3
.
6
6
%
 
w
o
m
e
n
 

an
d 

46
.3

4%
 

me
n,
 

wh
il
e 

pr
om
ot
ed
 
em

pl
oy

ee
s 

we
re

 
52
.9
4%
 
w
o
m
e
n
 

an
d 

47
.0
6%
 

me
n.

 
Th
es
e 

fi
gu

re
s 

su
gg
es

t 
th

at
, 

at
 

an
 
ou

tc
om

es
 

le
ve
l,
 

Co
un
ci
l 

is 
ac

hi
ev

in
g 

cl
os

e 
to
 

ge
nd
er
 

pa
ri
ty
 

in 
re
cr
ui
tm
en
t 

an
d 

pr
om
ot
io
n 

pr
oc

es
se

s.
 

Ho
we
ve
r,
 

th
e 

da
ta

 
al
so
 

hi
gh
li
gh
ts
 

si
gn
if
ic
an
t 

di
ff

er
en

ce
s 

in 
em

pl
oy

ee
 

pe
rc
ep
ti
on
s 

of
 
th
es
e 

pr
oc

es
se

s.
 

Se
ve
nt
y 

pe
r 

ce
nt

 
of

 
w
o
m
e
n
 

re
po
rt
ed
 

po
si

ti
ve

 
pe
rc
ep
ti
on
s 

of
 

re
cr
ui
tm
en
t,
 
c
o
m
p
a
r
e
d
 

to
 
4
7
.
4
%
 

of
 
me
n.
 

Fo
r 

pr
om
ot
io
n,
 

th
e 

ga
p 

is 
mo
re
 
p
r
o
n
o
u
n
c
e
d
,
 

wi
th
 
56
.7
% 

of
 
w
o
m
e
n
 

re
po

rt
in

g 
po

si
ti

ve
 
pe
rc
ep
ti
on
s,
 
c
o
m
p
a
r
e
d
 

to
 
on
ly
 
2
.
3
6
%
 

of
 

me
n.
 

Wh
il
e 

re
cr

ui
tm

en
t 

an
d 

pr
om
ot
io
n 

o
u
t
c
o
m
e
s
 

ap
pe

ar
 

eq
ui

ta
bl

e,
 

th
es
e 

pe
rc
ep
ti
on
 

ga
ps
 

in
di
ca
te
 

th
at
 

no
t 

al
l 

e
m
p
l
o
y
e
e
s
 

fe
el
 

th
at

 
op

po
rt

un
it

ie
s 

ar
e 

fa
ir
, 

tr
an
sp
ar
en
t,
 

or
 

ac
ce

ss
ib

le
. 

Th
is
 

is 
an
 
im
po
rt
an
t 

is
su

e,
 

as
 
pe

rc
ep

ti
on

s 
of
 
in
eq
ui
ty
 
ca

n 
im
pa
ct
 

st
af
f 
e
n
g
a
g
e
m
e
n
t
,
 

tr
us
t 

in 
or
ga
ni
sa
ti
on
al
 
pr
oc
es
se
s,
 

an
d 

re
te

nt
io

n.
 

Th
es
e 

di
ff
er
en
ce
s 

ma
y 

re
fl

ec
t 

un
de

rl
yi

ng
 

fa
ct

or
s 

su
ch
 

as
 

li
mi

te
d 

vi
si
bi
li
ty
 

of
 
pr

om
ot

io
n 

cr
it

er
ia

, 
in

co
ns

is
te

nt
 
co
mm
un
ic
at
io
n 

ab
ou
t 

op
po
rt
un
it
ie
s,
 

re
li
an
ce
 

on
 

in
fo

rm
al

 

ne
tw

or
ks

, 
or
 
pe

rc
ep

ti
on

s 
of
 
bi
as
 

in 
de
ci
si
on
-m
ak
in
g.
 

Ev
en
 
wh
er
e 

pr
oc

es
se

s 
ar

e 
fa
ir
 

in 
pr
ac
ti
ce
, 

a 
la
ck
 

of
 
cl
ar
it
y 

or
 
co
ns
is
te
nc
y 

ca
n 

le
ad
 

to
 
un
ce
rt
ai
nt
y 

an
d 

re
du

ce
 
co
nf
id
en
ce
 

in 
ca

re
er

 
pr

og
re

ss
io

n 
pa

th
wa

ys
. 

Ad
dr
es
si
ng
 
th
es
e 

pe
rc

ep
ti

on
 
ga
ps
 

is 
a 

ke
y 

pr
io

ri
ty

. 
St
re
ng
th
en
in
g 

tr
an
sp
ar
en
cy
, 

im
pr
ov
in
g 

c
o
m
m
u
n
i
c
a
t
i
o
n
,
 
an
d 

en
su
ri
ng
 
co

ns
is

te
nt

 
an
d 

in
cl

us
iv

e 
re
cr
ui
tm
en
t 

an
d 

pr
om

ot
io

n 

pr
ac
ti
ce
s 

wi
ll

 
he
lp
 

bu
il
d 

co
nf
id
en
ce
 
ac
ro
ss
 

th
e 

wo
rk

fo
rc

e 
an
d 

su
pp
or

t 
mo
re
 
eq
ui
ta
bl
e 

ac
ce
ss
 

to
 
op

po
rt
un
it
ie
s 

fo
r 

all
 
em
pl
oy
ee
s.
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Ar
ar

at
 

Ru
ra

l 
Ci
ty
 

Se
tt

in
g 

me
tr

ic
s 

M
e
a
s
u
r
e
s
 

Cr
it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
re

cr
ui

te
d 

em
pl

oy
ee

s.
 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
e
m
p
l
o
y
e
e
s
 
wh
o 

we
re
 
pr

om
ot

ed
. 

Pe
rc

ep
ti

on
s 

of
 
re
cr
ui
tm
en
t,
 

by
 
ge

nd
er

. 
Pe
rc
ep
ti
on
s 

of
 
pr

om
ot

io
n,

 
by

 
ge

nd
er

. 

Ad
di
ti
on
al
 
m
e
a
s
u
r
e
s
 

(o
pt

io
na

l)
: 

1. 
Pr
op
or
ti
on
 

of
 
re
cr
ui
tm
en
t 

ad
ve

rt
is

em
en

ts
 

us
in

g 
ge

nd
er

-n
eu

tr
al

 
la

ng
ua
ge
 

4 
to
 
en

su
re

 
re

cr
ui

tm
en

t 
pr

ac
ti

ce
s 

at
tr
ac

t 
a 

di
ve
rs
e 

po
ol
 

of
 

ap
pl

ic
an

ts
. 

2.
 

Pr
op

or
ti

on
 

of
 
re
cr
ui
tm
en
t 

an
d 

pr
om
ot
io
n 

de
ci
si
on
s 

re
vi
ew
ed
 

fo
r 

co
ns

is
te

nc
y 

an
d 

bi
as

 
4 

to
 
mo
ni
to
r 

tr
an
sp
ar
en
cy
 

an
d 

fa
ir
ne
ss
 

in 

re
cr

ui
tm

en
t 

an
d 

pr
om
ot
io
n 

pr
ac
ti
ce
s.
 

Ta
rg
et
/s
 

4 

By
 
20

29
, 

ma
in
ta
in
 
ge
nd
er
 
ba

la
nc

e 
in 

re
cr

ui
tm

en
t 

ou
tc

om
es

 
wi
th
in
 

a 
40

-6
0%

 
ra

ng
es

 
ac

ro
ss

 
w
o
m
e
n
 

an
d 

me
n.
 

2.
 

By
 
20

29
, 

ma
in

ta
in

 
ge
nd
er
 
ba
la
nc
e 

in 
pr

om
ot

io
n 

o
u
t
c
o
m
e
s
 

wi
th
in
 

a 
4
0
-
6
0
%
 

ra
ng
e 

ac
ro
ss

 
w
o
m
e
n
 

an
d 

me
n.

 
3. 

By
 
20
27
, 

in
cr
ea
se
 

po
si

ti
ve

 
pe

rc
ep

ti
on

s 
of

 
re

cr
ui

tm
en

t 
pr
oc
es
se

s 
a
m
o
n
g
 

all
 
ge

nd
er

s,
 

wi
th
 
ma

le
 
em

pl
oy

ee
s9

 
in
cr
ea
si
ng
 
fr
om
 
4
7
.
4
%
 

to
 

at
 
le

as
t 

60
%.
 

4.
 

By
 
20

27
, 

im
pr
ov
e 

po
si

ti
ve

 
pe

rc
ep

ti
on

s 
of

 
pr

om
ot

io
n 

pr
oc

es
se

s 
a
m
o
n
g
 

al
l 

ge
nd
er
s,
 

wi
th

 
ma

le
 
em

pl
oy

ee
s9

 
in
cr
ea
si
ng
 
fr
om
 
2.
36
% 

to
 

at
 
le
as
t 

40
%,
 

wi
th

 
co

nt
in

ue
d 

i
m
p
r
o
v
e
m
e
n
t
s
 
b
e
y
o
n
d
 

th
is
 

po
in
t.
 

5. 
By
 
20

29
, 

ac
hi
ev
e 

10
0%

 
of

 
re
cr
ui
tm
en
t 

ad
ve
rt
is
em
en
ts
 
re
vi
ew
ed
 

fo
r 

ge
nd

er
-n

eu
tr

al
 

an
d 

in
cl
us
iv
e 

la
ng
ua
ge
. 

St
ra
te
gi
es
 

St
ra

te
gy

 
Re
sp
on
si

bl
e 

Ti
me
li
ne
 

| 
Re
la
te
d 

to
 
ot

he
r 

in
di
ca
to
rs
? 

an
d 

tr
an

sp
ar

en
t 

se
le
ct
io
n 

cr
it
er
ia
. 

R
e
v
i
e
w
 
an
d 

up
da
te
 
re

cr
ui

tm
en

t 
an
d 

pr
om

ot
io

n 
po
li
ci
es
 

to
 
en
su
re
 

eq
ui

ty
, 

in
cl

us
iv

e 
la

ng
ua

ge
, 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Bi
en

ni
al

ly
 

| 
In

di
ca

to
r 

1 

pr
om
ot
io
n 

de
ci
si
on
s.
 

Pr
ov
id

e 
un

co
ns

ci
ou

s 
bi

as
 

an
d 

in
cl

us
iv

e 
re

cr
ui

tm
en

t 
tr
ai
ni
ng
 

fo
r 

st
af

f 
in
vo
lv
ed
 

in 
hi
ri
ng
 

an
d 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

Bi
en

ni
al

ly
 

| 
In

di
ca

to
r 1

 

In
di

ca
to

r 
4 

Mo
ni
to

r 
an

d 
re
po
rt
 

on
 

th
e 

ge
nd
er
 

co
mp

os
it

io
n 

of
 

ap
pl

ic
an

ts
, 

re
cr
ui
ts
, 

an
d 

pr
om

ot
io

ns
, 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

An
nu

al
ly

 
In

di
ca

to
r 
1 

in
cl

ud
in

g 
se

lf
-d

es
cr

ib
ed

 
ge

nd
er

 
wh

er
e 

po
ss

ib
le
. 

In
di

ca
to

r 
3 

I
m
p
l
e
m
e
n
t
 

st
ru
ct
ur
ed
 
pr
om
ot
io
n 

pa
th
wa
ys
, 

me
nt

or
in

g 
an

d 
ca
re
er
 
d
e
v
e
l
o
p
m
e
n
t
 

in
it

ia
ti

ve
s 

to
 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

/ 
Se

ni
or

 
Le

ad
er

sh
ip

 
| 
O
n
g
o
i
n
g
 

In
di

ca
to

r 
1 

im
pr

ov
e 

co
nf
id
en
ce
 

in 
ac
ce
ss

 
to
 
ad
va
nc
em
en
t.
 

In
di
ca
to
r 

3 
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Ar
ar

at
 

Ru
ra
l 

Ci
ty
 

In
di
ca
to
r 

6:
 
Av
ai
la
bi
li
ty
 
an
d 

ut
il
is
at
io
n 

of
 
te
rm
s,
 

co
nd

it
io

ns
 

an
d 

pr
ac
ti
ce
s 

re
la

ti
ng

 
to
: 

fa
mi

ly
 
vi

ol
en

ce
 

le
av
e,
 

fl
ex

ib
le

 
wo

rk
in

g 
ar
ra
ng
em
en
ts
, 

an
d 

wo
rk
in
g 

a
r
r
a
n
g
e
m
e
n
t
s
 
su

pp
or

ti
ng

 
e
m
p
l
o
y
e
e
s
 

wi
th

 
fa
mi
ly
 

or
 

ca
ri
ng
 

re
sp

on
si

bi
li

ti
es

 

De
sc

ri
bi

ng
 

th
e 

pr
ob
le
m 

An
al
ys
e 

au
di
t 

da
ta
 

Cr
it

ic
al

 
pe

rf
or

ma
nc

e 
me

as
ur

es
: 

| 
Av

er
ag

e 
we

ek
s 

of
 
pa
re
nt
al
 

le
av

e,
 

by
 
ge
nd
er
 

in 
20

25
: 

11
 

(w
) 

| 
Up
ta
ke
 

of
 f

le
xi
bl
e 

wo
rk
, 

by
 
ge
nd
er
 

in 
20

25
: 

22
.3
% 

(W
),
 
13

.3
9%

 
(M
) 

Pe
rc

ep
ti
on
s 

of
 
fl
ex
ib
le
 
wo

rk
 

cu
lt
ur
e,
 

by
 
ge
nd
er
 

in 
20
25
: 

80
% 

(W
),
 
78

.9
% 

(M
) 

S
u
p
p
l
e
m
e
n
t
a
r
y
 
m
e
a
s
u
r
e
s
:
 

G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
pa
re
nt
al
 
le
av
e 

ta
ke

rs
 

in 
20
25
: 

1
0
0
%
 

(W
) 

G
e
n
d
e
r
 

ga
p 

in 
ca
re
r9
s 

le
av
e 

in 
20
25
: 

2
1
.
4
9
%
 

(W
),
 
2
2
.
3
2
%
 

(M
) 

Th
e 

wo
rk

fo
rc

e 
au

di
t 

da
ta
 

in
di

ca
te

 
th
at

 
th

e 
av

ai
la

bi
li

ty
 

of
 
fl
ex
ib
le
 
wo
rk
in
g 

a
r
r
a
n
g
e
m
e
n
t
s
 

an
d 

le
av

e 
pr
ov
is
io
ns
 

is 
ge

ne
ra

ll
y 

po
si

ti
ve

; 
ho
we
ve
r,
 

di
ff

er
en
ce
s 

in 
th

e 
up

ta
ke

 

be
tw
ee

n 
ge
nd
er
s 

re
ma

in
. 

In 
20

25
, 

th
e 

av
er
ag
e 

pa
re

nt
al

 
le
av
e 

ta
ke

n 
wa

s 
11
 
we

ek
s,

 
wi

th
 
10

0%
 

of
 
pa
re
nt
al
 
le

av
e 

ta
ke

n 
by
 
wo
me
n.
 

Th
is

 
su
gg
es
ts
 

th
at

 
me
n 

ar
e 

no
t 

cu
rr

en
tl

y 
ac
ce
ss

in
g 

pa
re
nt
al
 

le
av

e,
 

hi
gh

li
gh

ti
ng

 
po

te
nt

ia
l 

cu
lt

ur
al

 
or
 

st
ru
ct
ur
al
 

ba
rr
ie

rs
. 

T
h
e
s
e
 

ma
y 

in
cl

ud
e 

pe
rc

ep
ti

on
s 

ab
ou

t 
ge
nd
er
 

ro
le

s,
 

la
ck

 
of
 
aw

ar
en

es
s,

 
or
 
co
nc
er
ns
 

ab
ou

t 
th
e 

im
pa
ct
 

on
 

ca
re
r 

pr
og
re
ss
io
n.
 

Up
ta
ke
 

of
 f

le
xi
bl
e 

wo
rk

in
g 

ar
ra
ng

em
en

ts
 

al
so
 
sh

ow
s 

a 
ge
nd
er
 

ga
p,
 

wi
th
 
22
.3
% 

of
 
w
o
m
e
n
 

an
d 

13
.3

9%
 

of
 
me
n 

ac
ce
ss

in
g 

fl
ex
ib
le
 
wo

rk
. 

Wh
il

e 
pe
rc
ep
ti
on
s 

of
 

a 
fl
ex
ib
le
 
wo
rk
 

cu
lt

ur
e 

ar
e 

hi
gh

 
(8

0%
 

fo
r 
w
o
m
e
n
 

an
d 

7
8
.
9
%
 

fo
r 

me
n)

, 
th
e 

lo
we

r 
up

ta
ke

 
a
m
o
n
g
 

m
e
n
 
su

gg
es

ts
 

th
at

 
fl
ex
ib

il
it
y 

ma
y 

no
t 

be
 
eq

ua
ll

y 
a
c
c
e
s
s
e
d
 

or
 
no

rm
al

is
ed

 
ac
ro
ss

 
al
l 

ro
le

s 

an
d 

ge
nd

er
s.

 

Su
pp

le
me

nt
ar

y 
da

ta
 
pr

ov
id

es
 

a 
mo
re
 

di
st
in
ct
 

pi
ct

ur
e.

 
Ca
re
r9
s 

le
av

e 
us

ag
e 

is 
re

la
ti

ve
ly

 
ba
la
nc
ed
, 

wi
th
 
21

.4
9%

 
fo
r 
w
o
m
e
n
 

an
d 

22
.3
2%
 

fo
r 

me
n,

 
in

di
ca

ti
ng

 
so

me
 

pr
og
re
ss
 

to
wa

rd
 
sh
ar
ed
 

ca
ri

ng
 

re
sp
on
si
bi
li
ti
es
. 

Ho
we
ve
r,
 

th
e 

a
b
s
e
n
c
e
 

of
 
m
e
n
 
ac

ce
ss

in
g 

pa
re
nt
al
 

le
av
e 

su
gg
es
ts
 

th
at
 
mo
re
 
fo

rm
al

 
or

 
ex

te
nd

ed
 

ca
ri
ng
 
re
sp
on
si
bi
li
ti
es
 
co

nt
in

ue
 

to
 
be

 

un
de

rt
ak

en
 
pr
ed
om
in
an
tl
y 

by
 
wo

me
n.

 

En
co
ur
ag
in
g 

mo
re
 
eq

ui
ta

bl
e 

up
ta
ke
 

of
 f

le
xi
bl
e 

wo
rk

 
an

d 
le

av
e 

ac
ro

ss
 

all
 
ge
nd
er
s 

wi
ll

 
su

pp
or

t 
mo
re
 

in
cl
us
iv
e 

wo
rk

pl
ac

e 
cu
lt
ur
e,
 
im

pr
ov

e 
st

af
f 

we
ll

be
in
g 

an
d 

re
te

nt
io

n,
 
an

d 
he

lp
 
no

rm
al

is
e 

sh
ar
ed
 

ca
ri

ng
 

re
sp

on
si

bi
li

ti
es

. 
O
n
g
o
i
n
g
 

mo
ni

to
ri

ng
 

of
 
bo

th
 
pe

rc
ep

ti
on

s 
an

d 
ut
il
is
at
io
n 

wi
ll

 
he

lp
 

id
en

ti
fy

 
wh

er
e 

fu
rt
he
r 

ac
ti
on
 

is 
ne
ed
ed
. 
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g
a
g
 

X
e
 

Ar
ar

at
 

Ru
ra

l 
Ci
ty
 

= 
Se

tt
in
g 

me
tr

ic
s 

M
e
a
s
u
r
e
s
 

Cr
it
ic

al
 
p
e
r
f
o
r
m
a
n
c
e
 
m
e
a
s
u
r
e
s
:
 

A
v
e
r
a
g
e
 
w
e
e
k
s
 

of
 
pa
re
nt
al
 

le
av
e,
 

by
 
ge

nd
er

. 

Up
ta
ke
 

of
 f

le
xi
bl
e 

wo
rk

, 
by
 
ge

nd
er

. 
Pe

rc
ep

ti
on

s 
of
 f

le
xi

bl
e 

wo
rk

 
cu
lt
ur
e,
 

by
 
ge

nd
er

. 
Su
pp
le
me
nt
ar
y 

me
as

ur
es

: 
G
e
n
d
e
r
 
co
mp
os
it
io
n 

of
 
pa
re
nt
al
 

le
av
e 

ta
ke
rs
. 

Ge
nd
er
 
ga

p 
in 

ca
re

r9
s 

le
av

e.
 

Ad
di

ti
on
al
 
m
e
a
s
u
r
e
s
 

(o
pt

io
na

l)
: 

1. 
E
m
p
l
o
y
e
e
 
a
w
a
r
e
n
e
s
s
 

of
 
le
av
e 

an
d 

fl
ex
ib
le
 
wo
rk
 
en

ti
tl

em
en

ts
 

(v
ia

 
st

af
f 

su
rv
ey
).
 

Ta
rg

et
/s

 
1. 

By
 
20
29
, 

ma
in
ta
in
 

po
si

ti
ve

 
pe

rc
ep

ti
on

s 
of
 
fl

ex
ib

le
 
wo
rk
 

cu
lt
ur
e,
 

wi
th
 

at
 
le
as
t 

8
0
%
 

of
 
e
m
p
l
o
y
e
e
s
 

ac
ro
ss
 

all
 
ge
nd
er
s 

re
po

rt
in

g 
th

at
 

fl
ex

ib
le

 
wo
rk
 
a
r
r
a
n
g
e
m
e
n
t
s
 

ar
e 

su
pp
or
te
d.
 

2. 
By
 
20

29
, 

in
cr
ea
se
 
up

ta
ke

 
of

 
fl

ex
ib

le
 
wo
rk
in
g 

ar
ra
ng
em
en
ts
 
am
on
g 

me
n 

to 
at
 
le
as
t 

20
%,
 

re
du
ci
ng
 

th
e 

ga
p 

be
tw
ee
n 

ge
nd

er
s.

 
3. 

By
 
20
29
, 

in
cr
ea
se
 

up
ta

ke
 

of
 
pa

re
nt

al
 

le
av
e 

ac
ro

ss
 

all
 
ge
nd
er
s,
 

wi
th
 

at
 
le
as
t 

on
e 

no
n-
fe
ma
le
 
e
m
p
l
o
y
e
e
 

ac
ce
ss
in
g 

pa
re
nt
al
 

le
av
e 

du
ri

ng
 

th
e 

re
po

rt
in

g 
pe
ri
od
 
(w
he
re
 

ap
pl

ic
ab

le
).

 
4. 

By
 
20

29
, 

ma
in
ta
in
 

re
la

ti
ve

ly
 
ba

la
nc

ed
 

ut
il
is
at
io
n 

of
 
ca

re
rs

9 
le

av
e 

ac
ro
ss
 

all
 
ge

nd
er

s,
 

wi
th
 
mi

ni
ma

l 
va

ri
an

ce
 

ov
er
 
ti
me
. 

St
ra
te
gi
es
 

St
ra

te
gy

 
R
e
s
p
o
n
s
i
b
l
e
 

Ti
me

li
ne

 
| 

Re
la

te
d 

to
 
ot
he
r 

in
di

ca
to

rs
? 

Pr
om
ot
e 

aw
ar
en
es

s 
of

 
pa
re
nt
al
 

le
av
e,
 

fl
ex

ib
le

 
wo

rk
, 

ca
re
rs
9 

le
av
e 

an
d 

fa
mi

ly
 
vi
ol
en
ce
 

le
av
e 

| 
H
u
m
a
n
 
Re
so
ur
ce
s 

/ 
Su
pe
rv
is
or
s 

On
go
in
g 

In
di
ca
to
r 

5 
en

ti
tl

em
en

ts
 
th

ro
ug

h 
re

gu
la

r 
st

af
f 
co

mm
un

ic
at

io
ns

 
an
d 

tr
ai
ni
ng
. 

In
di
ca
to
r 

4 

En
co

ur
ag

e 
eq
ui
ta
bl
e 

up
ta

ke
 

of
 
pa
re
nt
al
 

le
av

e 
an

d 
fl

ex
ib

le
 
wo
rk
 

ac
ro

ss
 

all
 
ge

nd
er

s 
th

ro
ug

h 
| 
H
u
m
a
n
 

Re
so
ur
ce
s 

/ 
Se

ni
or

 
Le

ad
er

sh
ip

 
| 
On
go
in
g 

In
di

ca
to

r 
1 

le
ad
er
sh
ip
 
mo
de
ll
in
g 

an
d 

su
pp
or
ti
ve
 
te
am
 

pr
ac

ti
ce

s.
 

/ 
Su

pe
rv

is
or

s 
In

di
ca

to
r 

4 

Su
pp
or
t 

re
tu
rn
-t
o-
wo
rk
 

fo
ll
ow
in
g 

pa
re
nt
al
 

le
av
e 

th
ro
ug
h 

ta
il
or
ed
 

fl
ex

ib
le

 
ar
ra
ng
em
en
ts
, 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

/ 
Su

pe
rv

is
or

s 
O
n
g
o
i
n
g
 

In
di

ca
to

r 
1 

me
nt
or
in
g,
 

an
d 

ca
re
er
 
d
e
v
e
l
o
p
m
e
n
t
 

op
po
rt
un
it
ie
s.
 

In
di
ca
to
r 

5 

R
e
v
i
e
w
 

po
li

ci
es

 
an
d 

pr
ac
ti
ce
s 

to
 
id
en
ti
fy
 
an
d 

r
e
m
o
v
e
 

ba
rr

ie
rs

 
to
 
ac
ce
ss
in
g 

fl
ex

ib
le

 
wo
rk
 
an
d 

| 
H
u
m
a
n
 
R
e
s
o
u
r
c
e
s
 

/ 
Su

pe
rv

is
or

s 
Bi
en
ni
al
ly
 

| 
In

di
ca

to
r 

1 
le
av
e,
 
en
su
ri
ng
 
co
ns
is
te
nt
 
ap
pl
ic
at
io
n 

ac
ro
ss
 
te
am
s.
 

In
di

ca
to

r 
5 
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N
G
 

Ar
ar

at
 

Ru
ra
l 

Ci
ty
 

In
di
ca
to
r 

7:
 
G
e
n
d
e
r
e
d
 

se
gr
eg
at
io
n 

wi
th
in
 

th
e 

wo
rk
pl
ac
e 

De
sc

ri
bi

ng
 

th
e 

pr
ob

le
m 

An
al

ys
e 

au
di
t 

da
ta
 

Cr
it

ic
al

 
pe

rf
or

ma
nc

e 
me

as
ur

es
: 

| 
Oc

cu
pa

ti
on

al
 
ge
nd
er
 
se

gr
eg

at
io

n 
in 

20
25

: 
1. 

50
% 

(W
),
 
50
% 

(M
) 

2. 
72
.7
3%
 

(W
),
 
27
.2
7%
 

(M
) 

3. 
19
.0
5%
 

(W
),
 
76
.1
9%
 

(M
),

 
4.

76
% 

(S
D)
 

4. 
68
.7
5%
 

(W
),
 
31
.2
5 

(M
) 

5. 
88
% 

(W
),
 
12

% 
(M
) 

6. 
no

 
da
ta
 

7. 
10
0%
 

(M
) 

8. 
14

.2
9%

 
(W
),
 
85
.7
1%
 

(M
) 

Al
l 

oc
cu
pa

ti
on

s:
 
49
.0
3%
 

(W
),
 
50
.3
2%
 

(M
),

 
0.

65
 
(S
D)
 

Fo
r 

In
di
ca
to
r 

7,
 
th

e 
wo

rk
fo

rc
e 

ge
nd
er
 

au
di
t 

in
di
ca
te
s 

th
at

 
Co

un
ci

l'
s 

ov
er
al
l 

wo
rk

fo
rc

e 
is 

ne
ar
 
ge

nd
er

 
pa

ri
ty

 
(b
et
we
en
 
w
o
m
e
n
 

an
d 

me
n)
, 

wi
th

 
4
9
.
0
3
%
 
w
o
m
e
n
,
 
5
0
.
3
2
%
 

me
n,

 

an
d 

0.
65
% 

se
lf
-d
es
cr
ib
ed
. 

De
sp

it
e 

th
is

 
ba

la
nc

e,
 
oc
cu
pa
ti
on
al
 
ge
nd
er
 
se

gr
eg

at
io

n 
re
ma
in
s 

a 
si
gn
if
ic
an
t 

is
su
e,
 

wi
th

 
se

ve
ra

l 
ro
le
s 

st
ro
ng
ly
 
d
o
m
i
n
a
t
e
d
 

by
 
on
e 

ge
nd

er
. 

W
o
m
e
n
 

ar
e 

pr
ed
om
in
an
tl
y 

co
nc

en
tr

at
ed

 
in 

pr
of
es
si
on
al
, 

cl
er
ic
al
, 

an
d 

se
rv

ic
e 

ro
le

s,
 
wh
il
e 

me
n 

do
mi
na
te
 

tr
ad
es
, 

ma
ch
in
er
y,
 

an
d 

la
bo

ur
-i

nt
en

si
ve

 
po
si
ti
on
s.
 
Se
lf
-d
es
cr
ib
ed
 

e
m
p
l
o
y
e
e
s
 

ar
e 

pr
es

en
t 

in 
on
ly
 

a 
sm
al

l 
pr
op
or
ti
on
 

of
 
th

e 
wo

rk
fo

rc
e,

 
la
rg
el
y 

wi
th
in
 

te
ch
ni
ca
l 

ro
le

s,
 

hi
gh

li
gh

ti
ng

 
li

mi
te

d 
re
pr
es
en
ta
ti
on
 

ac
ro
ss
 

mo
st
 

oc
cu

pa
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Additional areas of focus: 

Describing the problem 

Analyse audit The workforce gender audit and consultation process did not identify any significant gender 
data equality issues beyond those already addressed under the seven gender equality indicators. 

Council9s primary challenges relate to occupational gender segregation, perceptions of 

recruitment and promotion processes, and equitable utilisation of flexible work arrangements - 

all of which are addressed through the strategies outlined in our GEAP. 

| While no additional areas of concern were identified in 2025, Council recognises that gender 

equality is an ongoing focus. Workforce patterns, staff experiences, and broader social trends 

may reveal new challenges over time. Monitoring emerging issues ensures that any additional 

_ gender equality concerns can be identified promptly and addressed through future updates to 
the GEAP. 

Council remains committed to maintaining an inclusive, fair, and equitable workplace, with 

continuous attention to data, staff feedback, and evolving workforce needs. This proactive 

approach helps ensure that strategies remain relevant, practical, and effective in supporting 

gender equality across all levels of the organisation. 

F) Resourcing your GEAP 

Section 13: Identifying current and required resources 

Implementation of our GEAP will be primarily supported through existing organisational resources. Human Resources 
will coordinate and monitor the GEAP, with active support from senior leadership and supervisors across Council. 

Many strategies align with existing organisational processes, such as recruitment and selection, workforce planning, 

policy review, staff development, and employee engagement. This integration ensures that much of the work is 

incorporated into existing roles and responsibilities, reducing the need for additional resourcing. 

Current resources include dedicated staff time within human resources and the leadership team, as well as systems 

used for workforce data collection, recruitment, and staff surveys and consultation. These resources support essential 

activities such as policy development and review, reporting, training, and ongoing monitoring of gender equality 

indicators. 

Where specialist expertise is required, Council will continue to draw on external guidance, including support from 

Women9s Health Grampians, which provides advice, training, and tools to strengthen workplace gender equality 

initiatives. Engaging external expertise in this way ensures our strategies remain informed by current evidence and 
best practice. 

Additional resourcing needs primarily relate to staff time for training, consultation, communications, and monitoring 

activities. These requirements will be managed through workforce planning and by aligning GEAP initiatives with 

broader Council priorities and budgets to maximise efficiency and impact. 

By leveraging existing resources, integrating GEAP activities into current responsibilities, and drawing on specialist 

support where required, Council is confident that the GEAP can be implemented effectively, ensuring sustainable 

progress towards gender equality across the organisation. 
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Section 14: Developing a resourcing plan 

The GEAP has been resourced to ensure both its development and implementation can achieve reasonable 
and material progress against the workplace gender equality indicators over its lifespan. Strategies have been 
aligned with existing areas, systems, and budgets with clear responsibilities assigned to human resources, 
supervisors, and senior leaders to ensure accountability and effective delivery. 

Resourcing encompasses human, financial, technological, and time resources, and will be reviewed periodically 
to ensure ongoing adequacy. Where gaps or constraints are identified, Council will adjust workloads, reallocate 
resources, or access additional external guidance. Integrating GEAP actions with existing organisational 
programs, such as leadership development and workforce capability initiatives, will optimise efficiency and 
minimise duplication of effort. 

Ongoing monitoring and evaluation will ensure resources are used efficiently and remain sufficient to achieve 
our intended outcomes. Human resources will lead this process, supported by senior leaders, with clear 
responsibility assigned for each strategy. Progress against critical and supplementary measures will be 
reviewed regularly, and specialist guidance from Women's Health Grampians will be sought where required. 

Resource use and effectiveness will also be tracked. Staff time, systems, and external expertise will be 
monitored to ensure they continue to support strategy delivery and measurable outcomes. Any shortfalls will be 
addressed through reallocation, workload adjustments, or additional external support. 

Annual progress reports will be provided to Council and communicated to staff to ensure transparency and 
accountability. These reports will highlight achievements, challenges, and any adjustments to strategies or 
resourcing. At the end of the GEAP cycle, a comprehensive evaluation will assess overall impact, capture 
lessons learned, and provide recommendations to inform the next GEAP. 

By systematically assigning responsibilities, integrating existing resources, and maintaining ongoing monitoring, 
we are confident that the GEAP is adequately resourced to deliver meaningful, sustainable progress in 
workplace gender equality. 
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