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Introduction
GOTAFE is a defined entity under the Gender Equality Act 2020. Under the Act, a defined entity has obligations to promote gender equality in the 
workplace, including developing and submitting a Gender Equality Action Plan (GEAP). This document outlines GOTAFE’s GEAP.

Right Lane Consulting was engaged to support GOTAFE with the development of this GEAP. Right Lane’s support included analysis of audit data, facilitation 
of consultation and support for the drafting and review of the case for change, strategies and measures, resourcing and progress measurement.
This document includes an overview of the process and participants involved in drafting the GEAP, as well as content developed for sections 1-6 of the 
GEAP submission. 

Significant work has been undertaken in the finalisation of this GEAP, much of which is contained in an appendix. If you are interested in additional detail, 
please feel free to get in touch with us at enquiry@gotafe.vic.edu.au.

Acknowledgement of Country 
It is with deepest respect that we Acknowledge the Traditional Custodians of the Lands on which we operate throughout, the Yorta Yorta, Bangerang,
Taungurung and Wurundjeri peoples, whose social, spiritual, economic, and cultural connections continue to flourish.

We pay respect to all Elders past, present and emerging, and ask for guidance as we work towards creating our vision here at GOTAFE in “Empowering
Aboriginal students and community on their journey, through Education and Training, to a Culturally Safe Pathway to Success”. We also extend respect 
to all Indigenous peoples studying and working with us here at GOTAFE.

We ask all to recognise the uniqueness and diversity of Aboriginal culture, society and history and promote reconciliation that gives proper recognition
and respect to Aboriginal and Torres Strait Islander peoples.

The Gender Equality Act 2020 requires GOTAFE to take an intersectional approach to gender inequality. Through the Gender Equality Action Plan, GOTAFE
commits to considering the needs of people of all genders, including Aboriginal and Torres Strait Islander peoples of all genders.

mailto:enquiry%40gotafe.vic.edu.au?subject=
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Foreword
With the unwavering support of our Board, GOTAFE is committed to being a leader in gender equality.  

It is insufficient to merely satisfy our obligation under the Gender Equality Act 2020. We want to be known for our excellence in gender equality and for
truly valuing the richness of diversity at GOTAFE.  

We are in a privileged position to influence the community and industries GOTAFE serves, and we do not take this responsibility lightly. I firmly believe our 
Gender Equality Action Plan (GEAP) sets us on a path towards excellence and leadership, and it will have a meaningful impact on our staff, in our local 
community, and on the industries we serve.  

All good strategies are founded in a thorough review of data analysis. In line with our obligations under the Gender Equality Act 2020, we have undertaken 
an in-depth audit of our data to inform all our priorities and strategies. This includes aligning our resources to deliver gender equality at GOTAFE. We know 
that quantitative data only tells us part of the story. It is equally important to hear the lived experiences across the breadth of our staff to build and 
understand the true picture of gender equality at GOTAFE. In line with the Commission for Gender Equality in the Public Sector (CGEPS) recommendation, 
we conducted deep and broad consultation with our staff, including diverse representation from GOPROUD, people with disability, people from culturally 
and linguistically diverse backgrounds, our Aboriginal Staff Network and union representatives. 

Staff consultation has played a critical role in shaping our response and in establishing strategies that will set GOTAFE apart, our Social Justice Taskforce 
developed our Gender Equality Action Plan. Our gender equality working group developed our implementation plan and will be responsible for its delivery. 
This means as we move to implementation, that through our robust consultation and gender equality working group process, we’ve done everything we 
can to establish buy-in from those implementing the GEAP on the front-line.  

I am committed to achieving gender equality at GOTAFE, and I am excited for the richness that gender equality and diversity will bring to GOTAFE.

Regards,

Travis Heeney 
Chief Executive Officer
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1. BASELINE AUDIT ANALYSIS
Sources of insight for GOTAFE’s workplace gender audit1

GOTAFE:

Workforce data People Matter Survey

428
respondents506

 staff

women

men

use a different term

prefer not to say

58%
32% 
2%
8%

87%
response rate as 
reported by VPSC

Note: 1. This figure is taken from the question on sexual orientation only, it includes ‘gay and lesbian’, ‘bisexual’, ‘use a different term’ and ‘pansexual’. There is a separate question on gender, 
whether respondents identify as trans, non-binary or gender diverse: 0% responded ‘yes’ and 9% responded ‘prefer not to say’. 

5% identify as LGBTIQ+1

9% have disability

2% identify as Aboriginal and/or Torres Strait Islander

9% speak a language other than English with their
family or community

8% were born outside of Australia

Source: GOTAFE. (2021, June 30). Workforce data, as reported to the Commission for Gender Equality in the Public Sector.; GOTAFE. (2021, June). Gender equality project. People Matter survey. 
(n=428). Administered by the Victorian Public Service Commission and analysed by Right Lane Consulting.
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Executive summary

1 Gender composition of 
all levels of the workforce

GOTAFE employs 501 employees1, 63% of whom are women. Women make up 40% of the Executive Team and 
53% of the Senior Leadership Team. 82% of respondents to the People Matter survey agree that GOTAFE has a 
positive culture in relation to diverse employees.

2 Gender composition of 
governing bodies

At the time of completing the audit, GOTAFE did not have a mechanism to confirm the gender identity of Board 
members. This will be a focus in future audits.

3 Equal remuneration The average gender pay gap at GOTAFE is 9%, where the average woman’s base salary is less than the 
average man’s. For every $100 the average man earns, the average woman earns $91.00. 

4 Sexual harassment There were no formal complaints of sexual harassment made at GOTAFE in FY21. 2% of People Matter survey 
respondents experienced sexual harassment. 89% of respondents agree that GOTAFE encourages respectful 
workplace behaviour, however a lower proportion, 65% of respondents, agreed that they felt safe to challenge 
inappropriate behaviour at work.

5 Recruitment and 
promotion practices

In FY21, women represented 71% of GOTAFE’s 153 new recruits and 67% of its 15 promoted employees. 12% of all 
staff participated in career development training in FY21. Women were twice as likely to be awarded higher 
duties than men, and only women were awarded internal secondments in FY21. 21% of People Matter survey 
respondents were not confident that GOTAFE makes fair recruitment and promotion decisions.

6 Utilisation of flexible 
work and other 
support practices

6% of GOTAFE employees were on formal flexible work arrangements in FY21. Members of the Executive Team 
all work full-time. 77% of respondents believe that GOTAFE has a positive culture in relation to the use of flexible 
working arrangements; 78% of respondents agree that using flexible work arrangements is not a barrier to 
success at GOTAFE.

7 Gendered segregation Women represent the majority of educational, clerical and professional workers, and men are 
underrepresented in every major occupation other than educational professionals at GOTAFE. 83% of survey 
respondents agree that work is allocated fairly in their work group, regardless of gender. 9% of respondents 
experienced bullying, 4% of respondents were subject to aggression or violent behaviour and 4% of 
respondents experienced discrimination in the last year.

Note: 1. Given the small number of people that prefer to self-describe their gender, the ‘prefer to self-describe’ category has been excluded from this analysis to protect privacy.

Workplace gender 
equality indicator Summary of audit findings
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2. MEANINGFUL CONSULTATION AND ENGAGEMENT
The consultation process and participation

GOTAFE:
Workforce data

506

The audit report was developed 
using analysis of internal 
workforce data and responses to 
the employee experience survey 
(People Matter).

The workplace gender audit report 
was used as stimulus for the 
consultation process and GEAP 
development.

Baseline audit analysis Focus groups

87%
response rate 
as reported 
by VPSC

People Matter Survey

428

staff

respondents

The consultation process was 
delivered through a series of small, 
facilitated focus groups.

Participants were asked for their 
reflections on the audit report, as 
well as their general 
experiences, observations and 
hypotheses about the state of 
gender equality in their workplace.

The Board focus group was 
conducted prior to the 
development of the workplace 
gender audit report and focused 
on their aspirations for GOTAFE.

Focus groups

8
Focus groups
• 1 Board focus group
• 4 closed staff focus 

groups
• 3 open staff focus 

groups 

40

Participants including 
representation from: 
• GOPROUD 

(LGBTIQ+)
• Multicultural (CALD)
• People with

Disability
• Aboriginal Staff 

Network
• Union 
       Representatives
• Other interested 

staff (via EOI for 
open staff focus 
groups)

 

Source: GOTAFE (2021, September). Gender equality project. Consultation process, designed by Right Lane Consulting.



          
8 GOTAFE Gender Equality Action Plan 2021 - 2025

The consultation process and participation (Continued)

The GEAP was developed by the Social Justice Taskforce over two half-day 
workshops on 11 and 12 October 2021. 

The GEAP was reviewed and endorsed by the GOTAFE Executive Team on
10 November 2021. 

GEAP development Final review and approval

Consultation 2
The final draft of the GEAP was shared with GOTAFE staff in January, with an 
invitation to attend a drop-in session to provide feedback.

Feedback received from ~15 staff members was overwhelmingly 
positive, As a result, no material updates were made to the GEAP. 

Leadership Approval 
The GEAP was approved by the GOTAFE Board on 28 February 2022. 

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

GEAP Development

1 Workshop 1:
Draft GOTAFE’s case for 
change and GEAP priorities

2
Workshop 2:
Draft GOTAFE’s strategies, 
measures, accountabilities 
and implementation 
timeline

3 Workshop 3:
Review and endorse the 
draft GEAP created by the 
Social Justice Taskforce

Participants

GOTAFE Social Justice 
Taskforce

13 diverse representatives 
from across GOTAFE, 
representing a variety of 
directorates, genders and 
backgrounds

GOTAFE Executive Team
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The Board’s ASPIRATIONS for gender equality

The Board have highlighted three gender equality aspirations for GOTAFE

1
Be a leader in the 
gender equality space 
and in the community

2
Exceed the Gender 
Equality Act 2020
obligations

3
Influence the 
industries that 
GOTAFE serves 

• ‘How do we take a leadership role in the community, in regional settings, in this space?’
• ‘It’s about GOTAFE who’s already leading, taking a leadership role in the broader community’
• ‘Aspiration-wise, we want to lead’

• ‘We want to be ahead of the benchmark, but it needs to be raised’
• ‘The objective should be to exceed government expectations’

• ‘How do we attract non-traditional genders into industries, celebrate and support and get 
them there in the first place?’

• ‘How do we play a role in helping influence outwards across those industries?’
• ‘We have bias in a lot of different industries. We need to drive (gender equality) from the 

beginning to attract these students in first place’

Board quotes

Source: GOTAFE (2021, September). Gender equality project. Consultation process, designed by Right Lane Consulting.
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Gender equality insights at GOTAFE

1 Gender composition of 
all levels of the workforce

• The gender composition at GOTAFE is typical of the 
        higher education sector
• The gender composition at GOTAFE represents the 
        existing gender stereotypes held in our society and in
        our culture; we have the opportunity to influence the
        industries we serve
• Historically, men occupy higher status and higher paid 

roles, such as managerial roles, and women occupy 
lower status and lower paid roles, such as administrative 
and clerical roles

• There is opportunity to have greater intersectional 
representation at GOTAFE in line with the local 
community, in particular staff who identify as Aboriginal 
and Torres Strait Islander, CALD and staff with disability 

• There is an inclusive environment towards intersectional 
representation at GOTAFE. Opportunity exists to further 
embed an inclusive environment at lower levels of the 
organisation

• ‘It’s a very inclusive organisation for LGBTIQ+ & 
Aboriginal and Torres Strait Islander staff’

• ‘For the first time in my life I feel comfortable 
declaring my sexuality’ 

• ‘I feel accepted – I come with skills and 
        experience and that’s what I am 
        acknowledged for’
• ‘A lot has changed since the Social Justice 

Charter
• ‘GOTAFE is doing a great job of setting 
        expectations (of staff), people across the 
        institute have guidelines and values to follows
        – (however) the industries have different 
        cultures coming together to achieve a goal –
        which sometimes causes challenges’

3 Equal remuneration • There needs to be further investigation into the gender 
pay gap to understand why and where it exists across 
the organisation

• Pay rates should be based on qualifications not the 
individual

• Men are (typically) more likely to negotiate their total 
remuneration package than women

• Men are more likely to have longer tenure than women, 
as women are more likely to take parental leave and 
have time off / forego annual pay increases

• Women are more likely to occupy lower paid roles, such 
as administrative and clerical roles than men

• In an effort to attract and recruit more men at GOTAFE, 
men may be joining at a higher remuneration than 
women 

• Women may be at the lower end of the pay band 
        compared to men

• ‘I’m surprised there is a pay gap at GOTAFE. 
The culture is equal, I’m a bit stunned when it 
comes to pay’

• ‘I was mortified a pay gap exists. In today’s age. 
I struggle to understand why it exists’

• ‘I am pleased to see we are lower than the 
        average pay gap’
• ‘The pay gap has to be resolved; we are doing 

so many things well … this doesn’t fit’
• ‘I expected a gender pay gap. There’s always 

been a pay gap for women’
• ‘I don’t understand if we are paid by awards 

then it’s completely rubbish’
• ‘I feel it is safer to agree than disagree; I can 

see, when I look at my role versus my male 
        colleague, and our experience and 
        qualifications, there is a significant difference
        in pay’

Workplace gender 
equality indicator Focus group discussion highlights Quotes

Source: GOTAFE. (2021, September). Gender equality project. Focus groups consultation findings with staff. Facilitated and synthesised by Right Lane Consulting.
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Gender equality insights at GOTAFE

4 Sexual harassment • There should be zero reported cases of sexual 
        harassment at GOTAFE
• There is a lack of trust in the process that action will be 

taken following the reporting of sexual harassment 
• There is a fear of reprisal if someone who experiences 

sexual harassment submits a formal report
• Sexual harassment may be more prevalent in different 

departments, e.g., trades -there is a ‘grin and bear it’ 
       expectation
• The process of reporting (to a manager in the first 
        instance) could be part of the problem – given the
        manager or another manager may be the issue
• Given our high turnover, newer employees may be 
        unaware of the process; or may not want to report
       during their probation period
• The onus is typically on the individuals to call it out – to 

address it yourself - it is not always easy to do that

• ‘There is a lack of faith in the system that 
something will be done. A tendency that there 
will be some form of retribution’ 

• ‘I made a formal complaint, and I was told my 
standards were too high. There is no way now I 
feel safe to report anything ... I would have liked 
to have been taken seriously’

• ‘The confidence level is low because of 
        people’s experiences and how they saw their
        colleagues being treated (who reported 
        sexual harassment)’
• ‘We don’t have confidence that it will be 
        addressed, without the workforce finding out.
        There is always a fear of reporting’
• ‘It’s a career limiting move (to report sexual 

harassment)’
• ‘I don’t know how I would challenge 
        inappropriate behaviour at work. I don’t know
        how to respond and challenge’

5 Recruitment and 
promotion practices

• Recent recruits felt they had a fair recruitment process 
at GOTAFE based on merit 

• The exits and turnover rates were higher than expected, 
possibly due to the organisation restructure 

• The HR function has become increasingly visible and 
involved over the past few years 

• Often part-time staff are overlooked for promotion, and 
a high proportion of part-time staff are women 

• ‘The recruitment process I went through at 
GOTAFE was very clear and transparent’

• ‘High turnover comes from a culture of not 
feeling safe’ 

• ‘Promotion is based on who you know, and how 
well you get along with them, not merit’

• ‘We might be talking the talk about being a 
preferred employer; but (given large number of 
exits) are we walking the walk?’

Workplace gender 
equality indicator Focus group discussion highlights Quotes

Source: GOTAFE. (2021, September). Gender equality project. Focus groups consultation findings with staff. Facilitated and synthesised by Right Lane Consulting.
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Gender equality insights at GOTAFE

6 Utilisation of flexible work 
and other support 
practices

• There is an expectation that to be in a higher level or 
managerial role, you must work full-time

• There is a higher proportion of women who are part-
time employees than men, as women need to balance 
greater caring responsibilities than men 

• It is difficult for trainers to utilise flexible work or other 
support practices, as there is limited possibility for a 
substitute

• Women may be more likely to take unpaid leave for 
       caring responsibilities than men 
• Trainers find it difficult to access flexible work as the work 

plan prohibits it

• ‘We need to normalise men taking paternity 
leave and carer’s leave’

• ‘It’s career suicide for men to use flexible 
        working arrangements’
• ‘If someone used flexible working 
        arrangements, it would have negative 
        ramifications on their career’
• ‘GOTAFE are very supportive; so informal flexible 

working arrangements are protected’
• ‘For trainers, accessing flexible working 

arrangements is impossible’

7 Gendered segregation • There are still strong stereotypes with regards to 
       gendered roles in society at large 
• Women are more likely to occupy roles with lower 
        remuneration, such as administrative and clerical roles 
• GOTAFE’s targeted effort on zero tolerance for bullying 

has been effective in reducing the incidence of bullying
• Opportunity for a confidential way (like an EAP) to get 

advice, opportunities for action 
• Need to build the confidence and ability to have these 

conversation across all levels of the organisation – you 
shouldn’t need management approval to do courses 
related to bullying

• There is still a perception that those who are outspoken 
on these topics will be exited from the organisation

• ‘I was bullied at GOTAFE. However, since the 
new management came in, it is a whole new 
culture’

• ‘I wouldn’t feel confident that my employment 
was ongoing (if I reported inappropriate 

        behaviour)’
• ‘People are too frightened because of the risk 

of losing their job. We have seen when we rock 
the boat – you get thrown out’

• ‘Those who reported complaints are no longer 
with GOTAFE’

• ‘I’ve been involved in a bullying case at GOTAFE. 
The process was confusing’

• ‘I wouldn’t make a complaint; I don’t 
        believe anything would happen and expect my
        employment would be curtailed’

Workplace gender 
equality indicator Focus group discussion highlights Quotes

Source: GOTAFE. (2021, September). Gender equality project. Focus groups consultation findings with staff. Facilitated and synthesised by Right Lane Consulting.
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3. CASE FOR CHANGE
History of diversity and inclusion at GOTAFE

GOTAFE was awarded Inclusive Training Provider of the Year in the Victorian Training Awards in 2020 and we pride ourselves as being the first TAFE to 
launch a Social Justice Charter. 
 
The GOTAFE Social Justice Charter was designed to embed the universal principles of equity, fairness, and respect into all aspects of GOTAFE’s operations, 
systems, and infrastructure. 
 
The GOTAFE Social Justice Charter was an important step in working towards identifying the principles and actions to  create equal opportunities for all 
students, staff, teachers, trainers and communities that have a relationship with GOTAFE. 
 
During 2021, GOTAFE listened to our community and developed and launched an Accessibility Action Plan which seeks to improve accessibility and 
address systemic barriers to ensure the full participation of people with disability. This plan ensures all students and staff with disability are provided 
equal opportunities and the strategies and actions remind us to celebrate the diversity within our staff and student body.  
 
The Gender Equality Action Plan, being intersectional in nature, builds on GOTAFE’s history and approach to diversity and inclusion while explicitly focusing 
on and addressing gender inequality. 

https://gotafe-craft-prod.s3.amazonaws.com/documents/2020-GOTAFE-Social-Justice-Charter_Publication.pdf
https://gotafe-craft-prod.s3.amazonaws.com/documents/GOTAFE_AccessibilityActionPlan_2021.pdf
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Our case for change
As a community leader and educator with significant connections to local industry, GOTAFE is uniquely positioned to be a champion and lead 
intersectional gender equality. We will strive to create a safe and inclusive environment where everyone is valued for who they are and the unique skills 
and experience they bring to GOTAFE. 

GOTAFE acknowledges the gender equality principles outlined in the Act and is committed to developing a Gender Equality Action Plan in line with those 
principles. However, GOTAFE seeks to excel beyond these requirements and demonstrate leadership in this space. 

Improving gender equality at GOTAFE will...

Create a transparent, inclusive, 
progressive and safe environment 

for all

We acknowledge and address the historical 
gender inequalities to create a transparent, 
inclusive, progressive and safe environment 

where people can be their authentic selves and 
GOTAFE embraces and values our diversity.  

Our vision  statement

GOTAFE is known for fostering a safe and inclusive community where people of all genders have an equal opportunity to embrace their full potential, and 
reach it.

Act as a role model for gender 
equality in our local communities

We will be a leader and role model for gender 
equality in our local communities, where we bring 

the GOTAFE Way, Social Justice Charter and 
Accessibility Action Plan to life alongside our 

Gender Equality Action Plan.

Become a more inclusive, 
employer of choice

We will attract, retain and inspire individuals from 
all genders who are aligned with our values, as 

we work towards enhancing our position to 
become a more inclusive employer of choice.

Source: GOTAFE. (2021, October). Gender equality project. GEAP working group workshops. Facilitated by Right Lane Consulting, synthesised by Right Lane Consulting.
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GOTAFE acknowledges the gender equality principles outlined in the Act

All Victorians should live in a safe and equal society, have access 
to equal power, resources and opportunities and be treated with 
dignity, respect and fairness. 

1

Gender equality benefits all Victorians regardless of gender.2

Gender equality is a human right and precondition to social justice.3

Gender equality brings significant economic, social and health 
benefits for Victoria.4

Gender equality is a precondition for the prevention of family 
violence and other forms of violence against women and girls.5

Advancing gender equality is a shared responsibility across the 
Victorian community.6
All human beings, regardless of gender, should be free to develop 
their personal abilities, pursue their professional careers and make 
choices about their lives without being limited by gender 
stereotypes, gender roles or prejudices.

7

Gender inequality may be compounded by other forms of 
disadvantage or discrimination that a person may experience on 
the basis of Aboriginality, age, disability, ethnicity, gender identity, 
race, religion, sexual orientation and other attributes. 

8

Women have historically experienced discrimination and 
disadvantage on the basis of sex and gender.9

Special measures may be necessary to achieve gender equality.10
Source: Gender Equality Act 2020.
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4. STRATEGIES AND MEASURES

Strategy Measure Accountability

• Create an internal awareness campaign to educate about zero 
tolerance towards sexual harassment, bullying and 

        discrimination and the reporting process

• % of PMS respondents who experienced 
       bullying and discrimination and reported it
• % variance of PMS respondents who 
       experienced sexual harassment versus % who
       formally reported to HR
• % of PMS respondents who feel safe to 
       challenge inappropriate behaviour
• % of staff who have completed training (e.g., 

sexual harassment, bullying etc.)

People and Culture, 
Communications and Engagement

• Conduct organisation-wide training relating to sexual 
        harassment, bullying and discrimination, to change attitudes
        and behaviours and educate about the role of active 
        bystanders and managers

People and Culture

• Implement a process which provides a victim-centric 
       approach to case management of sexual harassment, 
       bullying and discrimination complaints including the 
       establishment of anonymous reporting processes

People and Culture

• Create safe physical spaces for all staff through repurposing 
existing and/or developing new spaces (e.g., reflection rooms, 
carer rooms etc.)

Assets and Facilities

• Challenge gender stereotypes in gender segregated industries 
to increase representation of women, men and gender diverse 
people

People and Culture, 
Corporate Leadership Team

Source: GOTAFE. (2021, October). Gender equality project. GEAP working group workshops. Facilitated by Right Lane Consulting.

Priority 1: Reinforce a safe and inclusive environment where diversity is valued and embraced
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Strategy Measure Accountability

• Embed a flexible workplace policy (an ‘if not, why not’ basis), 
showcasing and celebrating examples of flexible work, 

        especially in non-traditional roles

• % of PMS respondents on flexible working 
       arrangements (FWA)
• % of PMS respondents who agree that using 

flexible work arrangements is not a barrier to 
success

• % of staff who accessed parental and carer’s 
leave (disaggregated by gender)

• % of people working in a job-sharing 
        arrangement (disaggregated by gender)

People and Culture

• Update domestic violence, carers and parental leave policies 
to ensure there is equal access for all genders

People and Culture

• Conduct workforce and succession planning, including the 
        design and implementation of a job-share approach to 
        support part-time staff

People and Culture

• Increase support for individuals experiencing family violence People and Culture

• Provide additional support for mums, dads and diverse 
        families, before, during and after parental leave

People and Culture

Priority 2: Ingrain flexibility into our DNA and champion flexible work for all

Source: GOTAFE. (2021, October). Gender equality project. GEAP working group workshops. Facilitated by Right Lane Consulting.
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Strategy Measure Accountability

• Conduct further investigation to pinpoint where pay gaps exists 
and rectify the pay gap

• Average base salary and median total 
        remuneration gender pay gap
• % of workforce accessing career development 

training (disaggregated by gender)

People and Culture

• Review recruitment processes to remove biases and attract 
greater diversity in candidates, for example, through blind 

        recruitment, reviewing language in job descriptions, 
        composition of interview panels, shortlisting and appointment
        processes, gender bias training for all panel members

People and Culture

• Develop, implement and promote career development 
        strategies, such as: mentoring, scholarships, development and
        education pathways, secondment opportunities

People and Culture

Priority 3: Demand equity in recruitment, career development and pay practices

Source: GOTAFE. (2021, October). Gender equality project. GEAP working group workshops. Facilitated by Right Lane Consulting.
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GOTAFE acknowledges the pay equity principles outlined in the Act

1 Establishing equal pay 
for work of equal or 
comparable value

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

2 Free from bias or 
discrimination

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

3 Transparency and 
accessibility

Employment and pay practices, pay rates 
and systems are transparent. Information 
is readily accessible and understandable

4 Relationship between 
paid and unpaid work

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

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

6 Participation and 
engagement

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

GOTAFE acknowledges the gender pay equity principles and has developed a 
strategic priority dedicated to demand equity in recruitment, career 
development and pay practices, with supporting strategies and measures to 
achieve pay equity. In addition to our obligations to publish audit data 
pertinent to our GEAP, we commit to being transparent about career 
development opportunities and promoting them to all of our staff. 

GOTAFE will reinforce a safe and inclusive environment where diversity is 
embraced and valued, one free from bias and discrimination, supported by 
the required training and process implementation. 

Through ingraining flexibility into our DNA and championing flexible work for 
all, we acknowledge the relationship between paid and unpaid work, as well 
as different patterns of labour force participation. 

We have made a long-term commitment to achieving gender equality at 
GOTAFE, and have developed strategies that will be both sustainable and 
enduring. 

We will continue to work collaboratively with staff and unions to foster a safe 
and inclusive community where all of our staff have an equal opportunity to 
embrace their full potential, and reach it.

Source: Commission for Gender Equality in the Public Sector. (2021, May). Gender Equality Action Plan 2021-2025 – Guidance for Defined Entities. 
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5. RESOURCING OUR GEAP
Our statement of leadership commitment

GOTAFE is committed to ensuring students and staff have equal access to study and employment irrespective of gender.
 
GOTAFE is deeply committed to achieving gender equality for all and we are in a unique position to make an impact. This is important because gender 
equality promotes a fairer, safer and more respectful world, and diversity adds a richness to GOTAFE. With gender equality, people feel valued, respected 
and treated as equal. We have a responsibility to assist our community to overcome barriers, whether it be students studying in a non-traditional field, or 
staff accessing a role that is over-represented by a particular gender.

GOTAFE is committed to our Social Justice Charter and you can neither have social justice nor inclusion without gender equality. This work is critical for 
embedding a welcoming and inclusive environment for all people within our diverse and vibrant community. We will continue to embed the universal 
principles of equity, fairness, and respect into all aspects of GOTAFE’s operations, systems, and infrastructure.

The GOTAFE Board and Executive Team fully support our Gender Equality Action Plan and the priorities and strategies that have been set, and commit to 
allocating the resources required to achieve our plan.

Project on a page plans

To ensure all strategies outlined in the Gender Equality Action Plan are implemented on time and on budget, GOTAFE have created an implementation 
plan on a page for each strategy under our three priorities. 
 
The plans on a page break down each strategy into a high-level action plan which assigns responsibilities and accountabilities using the RASCI 
(Responsible, Accountable, Supporting, Consulted, Informed) model. In addition, the plans include context, objectives, resource requirements and 
dependencies. Most importantly, the plans detail how each strategy will be measured. 
 
The more detailed plans for each strategy are located in the Appendix. If you are interested in additional detail, please feel free to get in touch with us at  
enquiry@gotafe.vic.edu.au.

Source: GOTAFE. (2022, January). Gender equality project

mailto:enquiry%40gotafe.vic.edu.au.?subject=
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Strategy
2022 2023 2024 2025

Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4

Create an internal awareness campaign to educate about zero tolerance of sexual 
harassment, bullying and discrimination and reporting process
Conduct organisation-wide training relating to sexual harassment, bullying and 
discrimination, to change attitudes and behaviours and educate about the role of active 
bystanders and managers
Implement a process that provides a victim centric approach to case management of 
sexual harassment, bullying and discrimination complaints including the establishment of 
anonymous reporting processes
Create safe physical spaces for all staff through repurposing existing and/or developing 
new spaces (e.g. reflection rooms, carer rooms, wellbeing rooms etc.)
Challenge gender stereotypes in gender segregated industries to increase representation 
of women, men and gender diverse people

Embed a flexible workplace policy (an ‘if not, why not’ basis), showcasing and celebrating 
examples of flexible work, especially in non-traditional roles

Update domestic violence, carer’s and parental leave policies to ensure there is equal 
access for all genders
Conduct workforce and succession planning, including the design and implementation of
a job-share approach to support part-time staff

Increase support for individuals experiencing family violence

Provide additional support for mums, dads and diverse families, before, during and after 
parental leave

Conduct further investigation to pinpoint where the pay gap exists and proactively rectify 
the pay gap

Review recruitment processes to remove biases and attract greater diversity in 
candidates, for example, through blind recruitment, reviewing language in job 
descriptions, composition of interview panels, shortlisting and appointment processes, 
gender bias training for all panel members
Develop, implement and promote career development strategies, such as: mentoring, 
scholarships, development and education pathways, secondment opportunities

IMPLEMENTATION PLAN
This Gantt chart outlines when each strategy will be a focus to successfully implement our Gender Equality 
Action Plan
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6. MEASURING PROGRESS
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Reporting dashboard

Goal Measure Sub-Measure FY21 
Actual

FY23 
Target

FY23
Actual

Status

Priority 1
Reinforce a safe and 
inclusive environment 
where diversity is 
embraced and valued

% of PMS respondents who experienced bullying and 
discrimination and reported it

Bullying 13% 30% TBD On track

Discrimination 7% 30% TBD On track

% variance of PMS respondents who experienced sexual
harassment versus % who formally reported to HR

N/A 2% 0% TBD On track

% of PMS respondents who feel safe to challenge 
inappropriate behaviour

N/A 65% 75% TBD On track

% of staff who have completed sexual harassment, bullying 
and discrimination training

Bullying 84% 90% TBD On track

Sexual harassment 0% 75% TBD On track

Discrimination 75% 80% TBD On track

Priority 2
Ingrain flexibility into 
our DNA and 
champion flexible 
work for all

% of PMS respondents on flexible working arrangements (FWA) N/A 66% 70% TBD On track

% of PMS respondents who agree that using flexible work 
arrangements is not a barrier to success

N/A 77% 85% TBD On track

% of staff who accessed parental and carer’s leave Parental leave (Men) 1% 2.5% TBD On track

Parental leave (Women) 5% 5% TBD On track

Carer’s leave (Men) 27% 35% TBD On track

Carer’s leave (Women) 42% 45% TBD On track

% of people working in a job-sharing arrangement Men 0% 1% TBD On track

Women 0% 1% TBD On track

Priority 3
Demand equity in 
recruitment, career 
development and pay 
practices

Average base salary and median total remuneration gender 
pay gap

Average base salary 9% 8% TBD On track

Median total remuneration 17.9% 15% TBD On track

% of workforce accessing career development training Men 9% 10% TBD On track

Women 13% 15% TBD On track

Last updated: 28/02/2022

On track At risk Won’t meetSource: GOTAFE. (2022, January). Gender equality project
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Measures dictionary

 Detailed measures have been developed for each strategy to track our success over time.  
 
The Measures Dictionary, outlines each of the 10 measures, the owner and person responsible for collecting the data, the source system as well as defining 
and providing the rationale for each measure.  
 
For each strategy, there are current values, 2023 targets and 2025 targets, progress and performance of which will be reported on in progress reports.  
Targets for 2023 can be found in our reporting dashboard, while 2025 targets can be found in our measures dictionary.
 
The Measures Dictionary  is located in the Appendix. If you are interested in additional detail, please feel free to get in touch with us on 
enquiry@gotafe.vic.edu.au.

mailto:enquiry%40gotafe.vic.edu.au.?subject=
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Reporting dashboard

Key achievements from last quarter Key focus areas for next quarter

Key achievements

Priority 1

Priority 2

Priority 3

Other

Key focus areas

Priority 1

Priority 2

Priority 3

Other

The leadership team will review our progress each quarter and record in the table below.
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