Gender impact assessments

Table 1 - Gender impact assessments progress

Required

Subject

Required
Description

Required
Status

Required
Confirm if actions taken
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Required

Describe actions taken

Recommended

Confirm intersectionality considered

Recommended

Explain intersectional lens applied

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

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

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

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

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

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

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

Use the drop-down
menu in the cell to

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

Use the drop-down menu in the cell

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

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

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

Use the drop-down menu in the cell to

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

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

select your answer. [to indicate whether or not actions select your answer.
answer.
were taken as a result of the GIA.
2022-2025 Gender Equality Action Plan (GEAP) Program The GEAP aims to promote an For Review Yes

inclusive work environment that
acknowledges gender diversity and
equality. Significant progress has been
made across various strategic actions,
demonstrating TCV’s commitment to
promoting gender equality.

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

Example(s)

Subject

Description

Status

Confirm if actions taken

Describe actions taken

Example: Sports ground use and permits policy

Policy

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

For review

Yes

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

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

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

Confirm intersectionality considered

Explain intersectional lens applied

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

Table 2.1 - Strategies and measures
Requ
rategies and measures

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

These are the planned actions that

you have outlined in your GEAP to

promote gender equality in your
rkplace.

Status

Assign each strategy or measure a status from the
following ist:

‘Complete indicates that all planned activiles
related to this strategy or measure have been
finalised.
+‘In progress’ indicates that the activities under
this strategy or measure are progressing but not
et complete.

+ ‘Ongoing’ indicates that the activities under this
strategy or measure do not have an end-date and
will be addressed on a continual basis.

+ ‘Not started” indicates that the planned activities.
related to this strategy or measure have not yet
commenced, including those that are intended to
commence in future years. This should include
strategies or measures that have been delayed.

+ "Void indicates that this strategy or measure
appeared in your defined entity's GEAP, but has
since been cancelled.

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

In particular, you need to expla
+ Why you have selected that status from the drop-down menu; and
« Whether the status indicates any delay or change from what was planned in your GEAP and if
50, the reason for this change.
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Recommended
Evaluation of success

Evaluating the success of each of your strategies or measures may include:
- tracking against pre-identified success markers. These markers may have been
specifed n your G
other evaluation markers that may not have been specified in your GEAP, such as
particpation evel, outcomes, or changes resuling from the strategy or measre,
other ways the strategy o measure has contributed to promoting gender equality in
your defined entity.

Recommended
Timeline

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

I you did not include a timeline in

our GEAP, we highly
recommend you do so in this
progress report by including a
timeline below.

Recommended
Responsible

Include the role or team
responsible for
of each

strategy or measure.

Recommended

Relevant indicator(s)
1 2 3 4 5 6 7

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

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

Indlcalurs key

‘Gender composition of al [evels of the workiorce.
‘Gender compositon of governing bodies.

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

Sexual harassment in the workplace

Recruitment and promotion practices in the workplace.
Availabilty and utiisation of terms, conditions and

- flexible working arrangements

- working arrangements supporting employees wih family
or caring responsibilies

Gendered segregation within the workplace

Comprehensive collection and Not started This action s being re-evaluated given that TCV's total of 54 employees means that intersectional [We will assess the reliability and value of data once the HRIS system is implemented. | 2025 People and Culture [ X X
analysis of intersectional data. data samples sizes will be small, and therefore of uncertain reliability. We are in the process of |In this evaluation process we will consider whether to refine or remove this action,
implimenting a HRIS System which will be incorporated into our payroll. Once implimented in |subject to the assessment of the data to be conducted after implementation.
July/August 2024, will allow us to gather and track and report intersectional data.
Improve Gender Balance in Executive | Complete. (Aim for a least o more women execulives by 2025. The success of our strategy, as evidenced by the early achievement of our 2023 People and Culture,  |X X
Cohort. recruitment goals, signifies a strong commitment to gender equality. Our effective Executive Leadership
recruitment strategies and a positive cultural shift towards diversity, showcases our Team
hard work in achievina this strateav 2 vears eariier than our timeline.
Targeted Development Programs. Ongoing Targeted development programs (o address the gender imbalance between manager level and | We will build a pipeline for future women in executive positions. Further reinforcing | 2025 People and Culture, | X X X
executive manager level. We will continue to focus on skill development at the manager level to | our commitment, we have introduced leadership training initiatives tailored to the Executive Leadership
support future executive succession. Three of our five promotions in the last 18 months have |unique needs and potentials of emerging women leaders. Team
been women.
Reduce the base salary differential | Complete: Reduction in the median pay gap to 10% with the ultimate goal of reaching a +I- 5% differential by |We have reduced our gender pay gap from 19% as at the beginning of FY24 to 10% | 2024 People and Culture, | X X X
between men and women. the conclusion of the 2025-2029 GEAP period. at February 2024. We have achieved this ahead of our timeline by the implementation Executive Leadership
of salary adjustments and increased representation of women in senior roles. Team
Zero Tolerance to Negative Ongoing Enhanced workplace culture and  zero tolerance to sexual harassment and bullying with formal | We had zero employees reported experiencing discrimination or sexual harassment in | 2025 People and Culture, X X
Behaviours. and informal training. our 2023 engagement survey. This indicates our effective policy implementation and Executive Management
training, that aims to support a culture of equality and prevent workplace harassment, and all Managers
discrimination, and bullying. We will continue to monitor and review employee
feedback through our surveys, to adapt and enhance our training programs,
reinforcing our commitmentto a respectiul work environment for all employees.
Inclusive Recrutment Lens. Ongoing (Apply an intersectional and gender equality lens to all recruitment processes. We have achieved a more gender-balanced leadership team and maintain overall | 2025 People and Culture, | X X X
employee gender balance with the successful appointment of women in executive Executive Management
roles and across non-executive roles. Women comprise 5 of 11 new hires since the and all Managers
beginning of 2023. These appointments underscore our commitment to gender
balance, and highlight the effectiveness of our recruitment strategies. We will
continue to uphold and refine our recruitment practices to ensure they remain
inclusive.
Review Procurement Processes. Ongoing Ensure gender equality in procurement processes, We have commenced a comprehensive review to identify and address any biases in | 2025 CFO, General Counsel, | X X
our procurement processes. By doing this, we forsee anticipated enhancement of People and Culture
supplier diversity and to ensure our procurement criteria are inclusive and unbiased
Review TCV policies. Ongoing ‘Semi-annual policy reviews to contibute to a more inclusive organisation. We will undertake a semi-annual review of our policies by their respective owners (o | 2025 (AIITCV Policy Owners | X X X X
address any issues proactively. This process will promote an environment that values.
diversity and equality. We will continue to track the progress of these reviews,
Include our GEAP strategies in our | Ongoing (We are revisitng our corporate KPIs as part of our 2024 strategy refresh, which will include a__| The success of the 2024 strategy refresh, aimed at enhancing corporate KPIs for | 2025 People and Culture, Al |X
balanced scorecard reassessment of the alignment of diversity and inclusion metrics with Strategy, and how GEAP  |diversity and inclusion, will be evaluated by improvements in workforce diversity,
objectives are reflected in organisational performance metics. This reassessment willfocus on | positive employee feedback on inclusion, and the integration of GEAP objectives into
evaluating the effectiveness and impact of this strategy to improve our diversity and inclusion | business operations
outcomes.
Regular discussions with employees. | Ongoing Engage in regular discussions with employees to inform future actions, We will continue active participation and dialogue reflecting our commitment to 2025 CEO, Execttive X
diversity, and ensure an enhanced transparency and employee engagement on Management and All
(gender equality iniiatives. This will ensure inclusion and engagement, which Employees.
contributes to a positive workplace cuture.

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

Complete

Status description

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

Evaluation of success

Although originally anticipated for implementation in 2022, delays meant this strategy
was implemented in March 2023.

Intersectional data is being collected as part of new recruitments and promotions, and
Voluntary updates by exsting staff.

New intersectional data as part of our 2023 progress audit and future GEAPS will
enable us to better understand intersectional gender equality in our organisation and
areas for improvement

Timeline

2022

Responsible

People and Culture
Corporate Support

Relevant indicator(s)
3 4 5
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Resourcing your GEAP

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

You might consider some or all of the following, in addition to any other aspects you consider relevant:

*[Who implements the strategies and measures in your GEAP? What role do they perform at what level in your defined entity?
*[How many staff members/FTE are allocated to implementing the strategies and measures?

*[Was enough resourcing allocated to successfully implement your strategies and measures? If not, how will this be addressed?

Your Comments

People and Culture team consisting of 2 full-time equivalents (2.0 FTE), and one part time (0.5 FTE) will lead the implementation of the
GEAP. The team will integrate GEAP responsibilities into their roles, ensuring that the strategies are carried out effectively. If the team's
capacity is insufficient to meet certain action items within the time frames set, the team will outsource these tasks to external experts to
ensure all aspects of the action plan are addressed and executed successfully.
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Workplace Gender Equality Indicators

Requred Requied pr— pr— Factors kev
Factors 2. The size of th defned enty incading e Gefned entys
indicator AR aa] o z h o 4 Factors disen mployees.
b, The nature and orcumstances of the defined ey,
incuing any bariers to making progrss.
Recuiremens that aply 1 he defined ey urder any
8
Inicate below whether or ot one of these e e )
Indicate whether your organsaton p %
(i - oansaions yousre
i et o 4 The defined ety resources
vequired feds, and you are encouraged o | indcators Inthis cokm, datado o do not et »
conpiete th tecommended colums, o the Reer expc aucit 8
1f you wish, e Sas the Fators kay 1 e fight of s table to any of the workplace gender equality indicators. operational obiigations.
w0selectyes-or no:
5 for a description of each factor. n “The practicability and cost to the defined entity of making
progess.
Geruine atimyes made by the defined enty o make
= aress.
Gender compositon of il 1evels of he ves
B
Gendr composition of governing bodies Ves
[Equal remuneration for work of equal or Yes
comparable value across al levels of
ne worldorce. mespecive of gender
Serul harassment n the workplace Ves
Recrultment and promation practices Ves
ne workplace
(Availabity and utlisation of erms, ves
conditions and practices relating to:
- family violence leave; and
- fexible working arangements: and
- working arrangements supporting
employees with familyor caring
esponsibilties
Gendered segregation within the ves
workplace.
Example(s)

onfirmif progre:

1: Recruitment and promotion Yes Recruitment No | Yes | No | No | No | No | Yes |As lover baseline and there is further to- s o
practices i the workplace Inour 2021 audit, women represented only 35% of new recruits in the year t 30 June 2021 In our 2023 progress aud, his fose 6% (0 41%, identiied in our GEAP, into our For exampe, gender
In2021, 1 1a%ona In20: of vomen
i s such gies. The majorty of our ™
We were o data in 2021. Our This has
2 under o Gender into our For example, We believe our i
a h,in 2023, o new recruls identi binary o gender diverse.
our [
i in the fuure.
Promotions
Our 2021 audit shovied that 25% of promotions inthe 12 moniths 10 30 June 2021 levels of

only, ur . anincrease of 5%, Of th
higher levels of the organisation and were ongoing permanent roks.

wih fewexits.
1n2021, we were norvbinary n 2023, our I However, there were no
promotions avarded o ths staff cohort.
oppo i proportion of hig by 6% between our 2021
workplace gender auct and our 2023 progress audi. Data on hgher o
measured change i the
We consider . whie smal, q
workplace' a tos that
effective. We hope to see simiar o
Example 2: Sexual harassmentin the No Our 2021 T ol dofthose | No | No | No | Yes | Yes | No | No |(€) Competing priortes and operational obigatons.
workpiace 5% d In2023, o P Our 3 I particular, ates of access o ICU and ventlation increased dramaticaly. As such,
of 296 from 2021 for both cohorts. Of those, 9% of women and 10% of men indicated that they had made a formal our heath
complant. s a resut, o deliver We also
our Experience
consider how e might (@ Resources
suchas
in our 2021 diverse. it 2021 review.
i per 2% of on-binary or gender diverse. Of tis cohort, 10% indcated
experience with 509% of 3 GEAP, undertake the
p P our
s anonymous reporting be more

ncident reporting processes.

2021 and i
70% ind 50% 102023, our progress
the incidents of 3 of maters. This figure was 40% for men. We did not colect data on gender
o our
of matters.
1 and
forincidents of ths lack. resutof this anaysis, we are reviewing
our :
We consider nature of the Employee E» The

via the Employee Experience Survey data indicates o progress' was made by our organisation against tis ndicator.
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