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	Organisation name (required)
	The Department of Energy, Environment and Climate Action (DEECA)

	Total number of employees (and full-time equivalent FTE), as at 30 June 2025
	On 30 June 2025, DEECA employed 5,735 full time equivalent (FTE) staff, with a total headcount of 5,984. 

	Response rate to employee experience survey
	The 2023 People Matter Survey was open for responses between 29 May and 23 June 2023. DEECA had a response rate of 77%, with 4,329 staff completing the survey.

The 2025 People Matter Survey was open for responses between 28 April and 16 May 2025. DEECA had a response rate of 72%, with 4,154 staff completing the survey.


	Contextual information
	Standardised percentage point thresholds have been applied in this report to provide an objective basis for distinguishing expected marginal variance from material change. These thresholds have been determined with relevancy to the size of the organisation to ensure progress commentary against each indicator is evidence-based, objective and proportionate.


	Location (metropolitan, regional or rural. If other, please specify)
	DEECA is geographically dispersed across 86 locations across Victoria. As at 30 June 2025, 44% of staff were based in the Melbourne central business district (CBD) and 15% in the Port Phillip region (which covers the rest of the Greater Melbourne area), with the remaining 41% in regional Victoria. The largest regional staff population is in Gippsland where 12% of staff are based. 




Attestation by head of organisation (required)
I confirm that:
☒ I am the head of organisation (CEO or equivalent).
☒ I have reviewed and approved the submission of this progress report on behalf of my organisation (as named above). I attest to providing truthful and accurate information.
☒ I attest that my organisation has completed all relevant gender impact assessments under the Gender Equality Act 2020, or I have explained why not in the comment box below.
	Any comments?
	

	Name
	Kate Houghton PSM

	Role title
	Secretary, Department of Energy, Environment and Climate Action

	Signed
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	Date
	08/09/2026
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Step 1: Reporting on gender impact assessments (GIAs)
Section 1.1 Confirming GIA exemptions (required)
If you have not listed any GIAs, please choose one or more permitted reason:
☐ Reporting on the GIA(s) would make the progress report an exempt document. This is within the meaning of the Freedom of Information Act 1982.
☐ Reporting on the GIA(s) would result in a disclosure prohibited by a different Act.
☐ Reporting on the GIA(s) would reveal confidential information.
☐ Your organisation had no policies, programs or services requiring a GIA. This is under the parameters of the Gender Equality Act 2020.
☒ None of these apply (go to 1.2). 
Section 1.2 Describing policies, programs and services subject to a GIA (required and recommended)
	Ref #
	A: Title 
(required)
	B: Subject 
(required)
	C: Description of the policy, program or service 
(required)
	D: Status
(required)
	E: Description of gendered impacts
(recommended)

	1
	Supporting pets and animal welfare 
	Service	Funding is provided for the compliance and enforcement activities of Animal Welfare Victoria to support the ongoing delivery of domestic animal statutory obligations. Funding is also provided to implement new nationally agreed Australian Animal Welfare Standards and Guidelines for Poultry, including engagement to help the industry transition and comply with the new standards.  
	Up for review	

	2
	Food safety of Victoria’s horticulture industry 
	Service
	Funding is provided to implement and monitor compliance with new national horticulture standards for Victorian growers of berries, leafy vegetables and melons.
	New
	

	3
	ResourceSmart Schools
	Program
	Funding is provided for the ResourceSmart Schools program to embed sustainable behaviours among Victorian school communities to reduce greenhouse gas emissions, resource usage and the amount of waste going to landfill.
	Up for review
	

	4
	Improving Victoria’s water resources knowledge 
and access 
	Program
	Funding is provided to safeguard and improve access to water for current and future generations through:  
• maintaining and enhancing the water entitlement framework that underpins water entitlements across Victoria 
• collecting and publishing statewide groundwater and surface water data for 2,350 water monitoring sites  
• enhancement and maintenance of 15 water resource models to assess current and future water availability  
•develop an uplifted Victorian Water Register (VWR) and continue to provide high-quality registry services to the community
	New
	

	5
	Maintaining the health, resilience and enjoyment of Victoria’s waterways, catchments and 
Country 
	Program
	Funding is provided to protect and restore Victoria’s waterways and catchments. This includes funding for: 
• delivering regional on-ground works on high-value waterways including flagship waterways and Ramsar sites (wetlands of international importance) through the Waterway Health program 
• the Environmental Watering program, including managing water to preserve the environmental values and health of water ecosystems 
• the Catchment Stewardship program, including supporting healthy catchments, community resilience and Traditional Owner aspirations for Country 
• the Urban Waterways program, including implementing Victoria’s transformative urban waterway plans  
• the Recreational Values program, including improving planning, access and recreational facilities at Victoria’s waterways and lakes. 
	Up for review
	

	6
	Improving Victorian Energy Upgrades 
	Program
	Funding is provided for a strategic review to deliver an updated Victorian Energy Upgrades (VEU) program that ensures continued alignment with key Government objectives including electrification, energy affordability, emissions reduction targets, and reliability.  
	Up for review
	

	7
	Small-scale back-up generators program 
	Program
	Funding is provided for the Government’s small-scale back-up generators program, which will help ensure that residents have access to back-up power during an outage resulting from a severe weather event.  
	New
	

	8
	Energy affordability and protecting consumers
	Service
	Funding is provided to maintain the Victorian Energy Compare website which assists consumers in searching for the cheapest retail electricity and gas deal. The Energy Assistance Program will also be continued to support vulnerable energy customers navigating the retail energy market.  
	Up for review
	

	9
	Improving amenities for regional tourism
	Program
	Funding is provided to upgrade water treatment plants at Tidal River, Wilsons Promontory National Park to improve public health and prevent environmental damage. Funding is also provided to plan and install car parking infrastructure at the Twelve Apostles.  
	New
	

	10
	Managing contaminated public land
	Program
	Funding is provided for make-safe works to various parks and public land to address the health and safety of Victorians and manage the environmental health of sites.
	Up for review
	

	11
	90 Mile Beach
	Program
	Funding is provided to acquire lots in Ninety Mile Beach to add to the surrounding Gippsland Lakes Coastal Park and ensure greater protection of coastal land and public enjoyment.  

	New
	

	12
	Minimising risks from rehabilitation of former mines
	Program
	Funding is provided to deliver remediation works at former Benambra and Bendigo (Woodvale Ponds and Kangaroo Flat) mine sites to return previously mined lands to beneficial public uses. 
	New
	

	13
	A skilled and healthy farming workforce
	Program
	Funding is provided for the National Centre for Farmer Health in Hamilton to maintain delivery of core services in the rural health sector and target farm safety, health and wellbeing in farming communities. Funding is also provided to continue the Rural Women’s Leadership and Mentoring Program to reduce structural barriers within industry, develop mentors and networks and lift overall diversity in agricultural leadership positions.  
	Up for review
	

	14
	Growing the industrial hemp sector
	Policy
	Funding is provided to commence development of standalone industrial hemp legislation to address regulatory barriers and support the growth of the emerging Victorian industrial hemp sector. 

	New
	

	15
	Power Saving Bonus for vulnerable consumers
	Service
	Funding is provided for a one-off $100 Power Saving Bonus for eligible Victorian concession card households that use the Victorian Energy Compare website to search for the cheapest electricity deal. Funding is also provided to expand the services of the Energy Assistance Program in response to increasing demand, ensuring tailored assistance for vulnerable and hard-to-reach consumers is preserved.  

	Up for review
	

	16
	Continue the establishment of Liwik Barring conservation area and protect Victoria’s 
faunal emblems 
	Program
	Funding is provided for the creation of Liwik Barring which is a 10 year program to create a 3,000 hectare Landscape Conservation Area in the Yarra Valley and Dandenong Ranges to protect biodiversity (including threatened species), expand visitor usage of Victoria’s park system and improve water quality. Visitor facilities at Haining Farm will be improved and new and improvement of trails and signage works will be undertaken at Liwik Barring.
The Liwik Barring program will also be continued to protect the last remaining wild population of the critically endangered Helmeted Honeyeater and the only lowland population of the critically endangered Leadbeater’s Possum.



	Up for review
	

	17
	Safeguarding Victoria from former mines and quarries
	Program
	Funding is provided to continue to manage abandoned and legacy mines and quarries on Crown land to address public safety and environmental risks. 

	Up for review
	

	18
	Solar Homes Program – Hot water rebates 
	Program
	Funding is provided to extend the Solar Victoria Hot water rebate program to enable more eligible households to install energy efficient electric heat pumps and solar hot water systems in their homes. 

	Up for review
	

	19
	Victorian Energy Upgrades Program – Insulation upgrades
	Program
	Funding is provided to develop a safety and quality assurance framework as part of the reintroduction of insultation as an offering in the Victorian Energy Upgrades Program to improve energy efficiency. 

	New
	



Section 1.3 Describing actions taken as a result of a GIA (required and recommended)
	Ref #
	F: Were actions taken as a result of the GIA?
(required)
	G: Describe the actions taken as a result of the GIA in order to:
· Meet the needs of people of different genders; and/or
· Promote gender equality; and/or
· Address gender inequality.

If you did not take action, write N/A here and explain why in (H).
(required)
	H: If you did not take action, explain why.

If you did take action, describe it in (G) and write N/A here.
(required)
	I: Describe:
How and why intersectionality was considered (or not) (required)
	J: Describe any actions taken specifically designed to address intersectional inequalities (compounded gender inequalities)?
(recommended)

	1
	Yes
	Stakeholder engagement has occurred. Diverse communities will be considered in communication of regulatory changes but is not expected to require targeted communications. There is no information to suggest animal welfare improvements impact diverse communities differently.
	N/A
	The assessment considered available evidence on pet ownership, community participation and access to animal welfare services across the Victorian community. Further data collection and stakeholder engagement will be used to better understand impacts on diverse communities and inform future program design.
	

	2
	Yes
	Fund the program and use targeted engagement, outreach and translated materials to support equitable access to implementation support.
	N/A
	The horticulture industry includes many culturally and linguistically diverse groups, and the assessment considered the need for accessible support.
	

	3
	Yes
	Build gender into evaluation and research, provide inclusion training, review program tools and resources through a gender lens to improve access to professional learning sessions, program materials, recordings and transcripts.
	N/A
	Women make up a large proportion of the education workforce, and the assessment considered gender alongside employment security, part-time work, unpaid and volunteer work, and accessibility barriers, recognising these factors may affect participation in the program.
	

	4
	Yes
	Delivery should be reviewed and adjusted using 
· stakeholder engagement to inform gender benefits in project delivery
· participation surveys to understand gender participation in projects
· diverse gender representation to provide a variety of informed perspectives to projects
· program accessibility guidance to ensure persons of all abilities can engage (e.g., hybrid delivery and varied timing of engagement sessions; plain-language factsheets and materials etc.); and
· recorded gender disaggregated data made available as the projects are delivered to address gaps and barriers to program accessibility and engagement.  
	N/A
	The consideration of intersectionality for this budget initiative was important to ensure the program enables accessible access to water resources, key information, and support decision making for all Victorians.
Socio-economic status, cultural and linguistic ability, accessibility, gender and Traditional Owner needs were considered, recognising that these factors can influence access to water resources, participation in decision making and vulnerability to water insecurity.
	

	5
	Yes
	As programs are refined, include Traditional Owner projects, culturally and linguistically diverse (CALD) engagement, accessible delivery and diverse participation and assessment panels.
	N/A
	Traditional Owner participation, CALD communities, disability and gender diversity were considered, recognising that these factors may influence access to, participation in and benefits from waterway, catchment and recreational projects.
	

	6
	Yes
	It was recommended that reform of the Victorian Energy Upgrades (VEU) program was funded, encompassing a review of the VEU program to ensure it is fit-for-purpose and delivers for Victorians. This will include targeted engagement with industry to identify opportunities to improve equitable access, participant experience and accelerate electrification.
	N/A
	Age, migration background, disability, caring responsibilities and socio-economic circumstances were considered as factors that may affect access to energy efficiency and electrification benefits.
	

	7
	Yes
	Engagement will be developed to address the needs of women, gender-diverse people, Traditional Owners, and people experiencing barriers related to income, language, literacy or access to information.
	N/A
	Financial resources, language, literacy, English proficiency, gender and Traditional Owner status were considered.
	

	8
	Yes
	Continue funding the Energy Affordability Program and Victorian Energy Compare website to reduce energy costs and support people experiencing socio-economic disadvantage. Reporting on the Energy Assistance Program does include gender metrics for participants.
	N/A
	Low income, CALD background, Aboriginal and Torres Strait Islander status, age, disability, housing insecurity and gender were considered as factors that may affect energy affordability and access to support services.
	

	9
	Yes
	Complete project-specific GIAs and undertake community engagement to addresses gender and intersectionality in project delivery.
	N/A
	Disability, age, cultural and language needs, gender diversity and public safety were considered as factors that may affect access to and use of visitor facilities and amenities.
	

	10
	Yes
	Increase awareness of gender dynamics in contaminated land management and support inclusive recruitment, leadership and decision-making practices.
	N/A
	Gender, socio-economic circumstances and cultural background were considered, recognising these factors may influence participation in contaminated land management and leadership roles.
	

	11
	Yes
	Use tailored landowner communication and community consultation so women, men and gender-diverse people inform a safe and inclusive park.
	N/A
	Migration, English proficiency, residency, gender diversity and differing safety and access needs were considered.
	

	12
	No
	N/A
	No changes recommended. Project has neutral to positive impact through implementation of local jobs first, social procurement and building equality policies
	DJAARA (Traditional Owners) have been engaged through the development of the project and are supportive of the project and its approach.
 Community information sessions for the project have been run at a range of different times to accommodate people with family responsibilities. 
	

	13
	Yes
	The needs of diverse cohorts will be considered in how programs are delivered by providing flexible options for engagement and ensuring non-traditional stakeholder groups are consulted during program delivery. Delivering program areas that are targeted to meet the needs of specific cohorts, as appropriate for the project.
	N/A
	The assessment considered women, First Peoples, CALD communities and other underrepresented groups. Family history, culture, caring roles, Aboriginal and CALD cultural safety, psychosocial safety and the risk that narrowly targeted activities may inadvertently exclude people with intersecting identities were considered.
	

	14
	Yes
	Provide flexible online and in-person engagement at varied times, consult non-traditional stakeholders and use targeted delivery for particular cohorts, informed by representative bodies and analysis of their needs and barriers.
	N/A
	The assessment considered women, CALD communities and First Nations people, including the risk that targeting one cohort could unintentionally exclude another. The Victorian Rural Women’s Network was identified as a key source of advice on participation, health and cultural safety.
	

	15
	Yes
	Continue to fund these critical energy affordability services – EAP and the VEC website to ensure that individuals and businesses in challenging socioeconomic circumstances are supported while facing significantly increased energy prices. Reporting on the Energy Assistance Program does include gender metrics for participants.
	N/A
	The assessment considered CALD communities, Aboriginal and Torres Strait Islander Victorians, single-income households, older people, people with chronic health needs, people with disability and low-income households. These cohorts may have less capacity to navigate government affordability tools independently.
	

	16
	No
	N/A
	Extensive community and stakeholder engagement—including surveys, engagement events and consultation with individuals, community groups, peak bodies, government bodies and Traditional Owner Groups helped inform the initiative’s development and implementation. Survey participants were broadly representative by gender, age and metropolitan/regional location. As a gendered and intersectional lens was already applied through the consultation no direct changes were made as a result of the GIA process. In addition, the establishment of the Liwik Barring Landscape Conservation area provides a positive and welcoming public space that benefits people from all walks of life regardless of gender, cultural, age, class, belief or sexual orientation.  
	The assessment considered how people may experience the benefits of conservation, volunteering and nature-based recreation differently based on gender, age, cultural background, location and other characteristics.
	

	17
	Yes
	The GIA supported continued investment in risk mitigation activities to protect public safety and reduce environmental harm for all community members.
	N/A
	The assessment considered how environmental contamination and public safety risks may affect different groups differently, including women and men.
	

	18
	Yes
	The program maintains broad eligibility criteria and financial assistance to reduce barriers to installing energy-efficient hot water systems. Ongoing customer insights, program data and stakeholder engagement will continue to inform equitable program access.
	N/A
	The assessment considered how gender intersects with income, home ownership, rental status, age, disability and household circumstances, recognising these factors can influence access to renewable energy technologies and household bill savings.
	

	19
	Yes
	Fund the initiative and incorporate gender analysis into implementation and evaluation to inform equitable access to energy efficiency upgrades and the benefits of electrification. Funding also includes retrofit insulation installer training and certification subsidy relief; of which funding of women are a priority cohort for funding.

	N/A
	Income, rental status, energy affordability and disadvantage were considered alongside gender, recognising these factors may affect access to energy efficiency upgrades and clean energy benefits.
	



Step 2: Reporting on progress against the indicators
Section 2.1 Describing progress against the workplace gender equality indicators (required and recommended)
	K: Indicator*
	L: Progress data 
(required)


	M: Additional progress data
(recommended)
	N: Has progress been made?
(required)
	O: Explain how the data does (or does not) demonstrate progress.
(required)

	1
	Critical performance measures
Gender composition of the duty holder organisation:
2023: 52.6% women; 47.1% men; 0.3% self-described 
2025: 52.1% women; 47.4% men; 0.4% self-described

Gender composition of part time workers in the duty holder organisation:
2023: 26% women; 5.9% men; 22.2% self-described
2025: 27.6% women; 7.8% men; 22.2% self-described

Gender composition of senior leaders in the duty holder organisation:
2023: 51.1% women; 48.9% men; 0% self-described
2025: 54.9% women; 45.1% men; 0% self-described
	
	No	Between 2023 and 2025, changes to organisational gender composition remained negligible and progress made is therefore assessed as ‘stable’ with areas for improvement. A minor material increase in women’s representation in senior leadership roles was observed during the reporting period (+3.8 pp*). Concentration within part-time employment and the absence of self-described representation at senior leadership levels both indicate areas for improvement. 

Organisational composition 
In 2025, women represented 52.1% (–0.5 pp), men 47.4% (+0.3 pp), and 0.4% self-described (+0.1 pp) of the workforce. These proportions are reflected in the composition of senior leadership positions, with women occupying 54.9% of roles in 2025 (+3.8 pp), compared to 45.1% for men (–3.8 pp), and 0% for self-described genders. 

Part time composition 
In 2025, the gender composition of DEECA’s part-time employees reflected the organisational composition dynamic, with women comprising the larger proportion at 27.6% (+1.6 pp), men at 7.8% (+1.9 pp), and self-described genders at 22.2% (no change). Men continue to represent the largest proportion of employees in casual roles, occupying 63% in 2025 (+1.0 pp).

*pp = percentage points
Note: Standardised percentage point thresholds have been applied in this report to provide an objective basis for distinguishing expected marginal variance from material change. These thresholds have been determined with relevancy to the size of the organisation to ensure progress commentary against each indicator is evidence-based and proportionate.
 

	2
	Critical performance measures
Gender composition of the duty holder organisation’s governing body:
2023: 44.4% women; 55.6% men; 0% self-described
2025: 75% women; 25% men; 0% self-described


	
	
	Yes	Within the reporting period, women’s representation on the Executive Board (DEECA’s highest decision-making body) had a significant material increase of 30.6 pp (from 44.4% to 75%).The proportion of self-described genders remained unchanged during the reporting period.

Governing bodies
During the reporting period, DEECA’s Board of Management was supported by 8 stewardship committees and 3 assurance committees, providing strategic advisory support to the Board of Management across a range of corporate, service delivery and policy functions. Overall, women comprised 50% of the membership of these committees. 

As of 30 June 2025, of DEECA’s portfolio entity boards, women held 57% of board positions in Agriculture, 57% in Energy and Resources, 60% in Electricity Commission, 58% in Water and 51% in Environment portfolios. 

DEECA recognises that data collection efforts must now be extended to its other governing bodies, and the representation of self-described genders must be increased whilst sustaining balanced representation for women. 

DEECA also recognises the importance of extending demographic data collection to promote intersectional diversity and ensure it is reflected in its governing bodies. 


	3
	Critical performance measures
Mean total remuneration gender pay gap by occupation group:

[image: ]


Mean total remuneration senior leader gender pay gap:
2023: women 3.9%; self-described data unavailable 
2025: women -0.4%; self-described data unavailable

Supplementary measures
Mean base salary pay gap:
2023: women -0.9%; self-described 11.3%
2025: women -4.9%; self-described 9.7% 

Median total remuneration pay gap:
2023: women 0.3%; self-described 10.3%
2025: women -0.9%; self-described 9.4%

Median base salary pay gap:
2023: women 0%; self-described 9.9%
2025: women 0%; self-described 9.9%
	
	Yes
	DEECA’s critical performance measures for this indicator demonstrate material progress made to reduce the gender pay gap within the reporting period. Within the reporting period, 4 of the 6 occupational Groups recorded a reduction in the mean total remuneration pay gap, and pay equality was achieved for women senior leaders.

Across all occupations, the gap in mean total remuneration for women remained below 0% in 2025 (a change of –3.9 pp). For self‑described genders, the pay gap narrowed by 1.6 pp. However, the total remuneration gap in 2025 remained above 0%. The median base salary gap remained stable at 0%. 

Base Salary
The median base salary gender pay gap at a whole-of-department level has remained stable at 0% for the fourth consecutive year. 

Total Remuneration
The median total remuneration gender pay gap has decreased for both women (-0.6 pp) and self-described genders (-0.9 pp). 

Role types with the greatest numerical progress (mean total remuneration) made between 2023 and 2025 (reduction in gender pay gap) for women were “Managers” (-5.8 pp) and “Professionals” (-2.2pp). 

Other role types with percentage point changes in favour of reducing the gender pay gap for women were “Clerical and Administrative Workers” (-0.5pp), "Technicians and Trades Workers" (-0.3 pp) and "Labourers" (-0.5 pp). The gender pay gap for Community and Personal Service Workers is considered stable (+2.9 pp) with minor change in favour of men.

Pay equity for self-described genders is considered to have made slight numerical progress as represented by a reduced percentage point difference of -1.6 for ‘all occupations’ between 2023 (12.1% pay gap) and 2025 (10.5% pay gap). 

DEECA reports that the mean total remuneration senior leader gender pay gap decreased from 3.9% in 2023 to -0.4% in 2025. This shift has been influenced by the distribution of employees at this classification level. 


	4
	Critical performance measures
Anonymous experience rate of sexual harassment:
2023: 3% women; 2.3% men; 9.3% self-described
2025: 2.8% women; 1.7% men; self-described data unavailable

Number of formal reports of sexual harassment:
2023: 3 complaints (3 women; 0 men; 0 self-described)
2025: 6 complaints** (8 women; 1 men; 0 self-described) 
** Two complaints had multiple complainants. 

Supplementary measures
Survey respondents who said they reported sexual harassment:
2023: Data unavailable for women, men and self-described genders 
2025: 7% women; 3.7% men; self-described data unavailable

Reasons for not making a formal sexual harassment complaint:
[image: ]

Satisfaction with handling of workplace sexual harassment complaint:
2023: Data unavailable for women, men and self-described genders
2025: Data unavailable for women, men and self-described genders

Satisfaction with handling of formal workplace sexual harassment complaint:
2023: Data unavailable for women, men and self-described genders
2025: Data unavailable for women, men and self-described genders

	As part of the 2025 People Matter Survey, custom questions regarding sexual harassment were asked. 

88% of survey respondents believe that DEECA takes a zero-tolerance approach to sexual harassment (-4pp). 

81% of survey respondents feel safe to raise issues of sexual harassment without fear of victimisation or negative career implications (-2pp). 
	Yes	Between 2023 and 2025, the anonymous experience rate declined marginally for both women and men, while the number of formal reports increased. Taken together, these datasets indicate early progress made in reducing prevalence alongside improved confidence in reporting.

Experiences of sexual harassment 
People Matter Survey results show a decrease in reported experiences of sexual harassment between 2023 and 2025 for both women (–0.2 pp) and men (–0.6 pp). Data for self-described genders was not available for 2025.

The data also shows gendered differences in behavioural responses to sexual harassment, with notable change over time. Between 2023 and 2025, there was a significant decline in women not reporting sexual harassment due to perceptions of severity (–14.6 pp). A similar trend was observed for men, though to a significantly lesser extent (–2.0 pp). 

Workforce data 
Over the same period, formal reports of sexual harassment increased, rising from 3 women complainants in 2023 to 9 complainants in 2025 (8 women and 1 man). 

Intersectional data
The People Matter Survey shows higher rates of sexual harassment experienced by respondents who identified as a person with disability (4% in 2025) and a gay, lesbian, bisexual, pansexual, asexual person or person who uses a different term (3% in 2025), compared with the overall workforce (2% in 2025). 

Complainant satisfaction 
DEECA has established a regular 6-monthly report back to the departmental workforce on the outcomes from internal processes involving inappropriate behaviours in the workplace. The report back provides an update on our anonymous reporting channel as well as anonymised report back on referrals regarding misconduct and inappropriate workplace behaviours and, in some instances, formal investigations. DEECA does not currently have a specific feedback mechanism regarding the satisfaction with handling of formal workplace sexual harassment complaints.



	5
	Critical performance measures
Gender composition of recruited employees:
2023: 52.4% women; 47.2% men; 0.4% self-described
2025: 53.5% women; 45.8% men; 0.7% self-described

Gender composition of employees who were promoted:
2023: 55.2% women; 44.6% men; 0.2% self-described
2025: 50.1% women; 49.4% men; 0.5% self-described

Perceptions of recruitment, by gender:
2023: 67.3% women; 64.1% men; 44.2% self-described
2025: 67.9% women; 65.6% men; 44.2% self-described

Perceptions of promotion, by gender:
2023: 50.9% women; 51.7% men; 46.5% self-described
2025: 50.5% women; 51.4% men; 36.1% self-described

	
	No	Key performance measures for this indicator are broadly consistent with the previous reporting period and clear structural barriers limiting progress.

Gender composition in recruitment
Between 2023 and 2025, the number of recruited women and men remained unchanged with marginal variation (within +1.5 pp). Trends in the gender composition of recruited employees are broadly aligned with overall workforce composition, with only marginal variance (within +2 pp). 

Gender composition in promotion 
Between 2023 and 2025, there was a moderate decline in women who were promoted (–5.1 pp) and moderate increase in men who were promoted (+4.8 pp). 

Perceptions of recruitment and promotion 
Perceptions of fairness for women and men remained broadly consistent with previous reporting. The largest variation observed was a significant decrease in perceptions of fairness in promotion practices among employees with self-described gender (-10.4 pp). However, this cohort has a comparatively small denominator, which amplifies percentage point movement.


	6
	Critical performance measures
Average weeks of parental leave (paid and unpaid), by gender:
2023: 28.6 women; 6.3 men; self-described data unavailable  
2025: 30 women; 6.8 men; self-described data unavailable

Uptake of flexible work, by gender:
2023: 100% women; 100% men; 100% self-described
2025: 100% women; 100% men; 100% self-described

Perceptions of flexible work culture, by gender:
% of respondents that agreed with the statement ‘I am confident that if I request a flexible work arrangement, it would be given due consideration’. 
2023: 90.6% women; 87.2% men; 88.4% self-described 
2025: 87.6% women; 84% men; 72.2% self-described

Supplementary measures
Gender composition of parental leave takers:
2023: 51% women; 49% men; self-described data unavailable
2025: 43.3% women; 56.7% men; self-described data unavailable

Gender difference in carer’s leave:
2023: 23.8% Women; 23.4% men; 24% self-described
2025: 34% Women; 31.7% men; 36.7% self-described

	Additional measures 

Employee Workplace Record (EWR)
DEECA's EWR formalises agreed work location including hybrid working arrangements.  As at 28 June 2025, 91% of active employees had an approved EWR, with women comprising 58%. Of employees with a completed EWR, 14% recorded office attendance data aligned to their FTE, of whom 40% were women.


People Matter Survey 
Non-monetary employment conditions (e.g. leave, flexible work arrangements, other benefits) influencing decision to stay in the VPS: 
· 2023: Question not asked 
· 2025: 75% women (top reason); 64% men (second top reason); 58% self-described (top reason)

	No	While some supplementary measures demonstrate positive movement, gendered patterns in leave uptake and emerging perception gaps indicate that structural inequalities persist.

Parental leave
Marginal variation within the negligible range was observed in the average weeks of parental leave taken, with increases for men (+0.5 pp) and women (+1.4 pp). However, women continue to take approximately 4 times the average duration of parental leave compared to men, indicating sustained gendered patterns of care.

Positive material changes were observed in supplementary measures 6.4 and 6.5. The gender composition of parental leave takers shifted between 2023 and 2025, with women decreasing (–7.7 pp) and men increasing (+7.7 pp), resulting in men holding the majority share of parental leave takers in 2025. While this reflects increased uptake by men, average leave duration (measure 6.1) remains significantly higher for women.

Flexible work 
At DEECA, flexible work is the default position. Our workplace gender audit data indicates 100% flexible work arrangements, reflecting that roles are recorded as flexible by default within the system.  

Flexible work is supported by hybrid work plans that incorporate anchor days and allow for staff and management to agree and record individual flexibility. DEECA staff must complete and maintain their Employee Workplace Record (EWR), which captures their workplace location for each day, including hybrid work arrangements. Overall uptake of the EWR is high, with 91% of active employees having an approved EWR. 

Perceptions of flexible work culture declined slightly for men (–3.2 pp) and women (–3.0 pp), with a significant decline for self-described genders (–16.2 pp) in confidence to request flexible work.


Carers leave 
Access to carers leave increased across all genders (women +10.2 pp, men +8.3 pp, self-described +12.7 pp). Despite this increase, a 5 pp gender composition gap was recorded in 2025, widening from 0.6 pp in 2023, indicating emerging imbalance in utilisation.


	7
	Critical performance measures
Occupational gender segregation:
[image: ]
	
	Yes
	While significant material shifts in representation occurred across several occupational groups between 2023 and 2025, gender gaps persist in key occupation types. Accordingly, progress against this indicator is assessed as ‘progress made’, reflecting numerical movement in occupational segregation, though structural gender concentration remains evident.

Women increased representation across all occupations during the reporting period except ‘Professionals’ (–2.0 pp for women; +1.8 pp for men; +0.2 pp for self-described). However, women continue to hold most Professional roles in 2025 (55.6% women; 49.0% men; 0.5% self-described), indicating no reversal of overall gender balance within this classification.

Occupational segregation remains entrenched in several job types, including:
· Machinery Operators and Drivers, which remain 100% male dominated.
· Clerical and Administrative Workers, with a 27.6% gender gap favouring women.
· Community and Personal Service Workers, with a 45% gender gap favouring men.

These patterns demonstrate that, while redistribution has occurred in some areas, segregation remains structurally embedded within specific occupational streams.



*Indicators (column K)
1. Gender composition of all levels of the workforce 
2. Gender composition of the governing body
3. Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender
4. Sexual harassment in the workplace
5. Recruitment and promotion practices in the workplace
6. Availability and utilisation of terms, conditions and practices relating to: family violence leave, flexible working arrangements, and working arrangements supporting employees with family or caring responsibilities
7. Gendered segregation within the workplace.
Section 2.2 Describing factors limiting and contributing to progress (required) 
	P: Indicator
	Q: Did any of the factors listed below limit or contribute to your progress? *
(required)
	R: Explain how any factor(s) limited or contributed to your progress. If ‘none’ is selected, write N/A and move to (S)
(required)
	S: List the strategies implemented that contributed to or aligned with the indicator.
(required)

	1 – Gender Composition at all levels of the workforce
	☐None
☐ a 
☒ b 
☐c 
☐d 
☐e 
☐f
☒g
	Limiting factors
(b) the nature and circumstances of the duty holder, including any barriers to making progress 
DEECA’s composition of part time workers is reflective of broader societal and structural gendered patterns and economic conditions. Women continue to undertake most caring responsibilities, which largely contributes to their disproportionate representation in part-time roles at DEECA (4 times that of men) and limits progression into senior leadership positions. Broader systemic barriers also persist for employees with self-described genders, resulting in underrepresentation in the workforce generally and absence from senior leadership roles. These entrenched societal and cultural norms constrain the pace at which DEECA can achieve material progress in part time worker and senior leadership composition. 

Contributing factors
(g) genuine attempts made by the organisation to make progress.
A comprehensive review of the following policies was undertaken using an intersectional gender lens:
· Parental Leave Policy 
· Flexible Work Implementation Guide, 
· Cultural Leave Policy 
· Family and Domestic Violence Leave Policy
· Reproductive Health and Wellbeing Leave Policy. 
Policies were assessed against global best practice to identify and address settings that may reinforce gendered norms regarding care, flexibility, and workforce participation at all levels of the organisation. Additionally, DEECA launched the Gender Affirmation Policy and Guidelines (November 2024) to support gender diverse employees, and their managers to ensure safe gender affirmation in the workplace. This policy aims to address systemic employment barriers and inequalities gender diverse people experience in the workplace. 

DEECA progressed the rollout of its Leadership Model, which established shared principles and habits to strengthen organisational culture. The Speak Up and Create Clarity initiatives promoted realistic priority-setting, clearer role expectations and open discussions about workload capacity and trade-offs, which otherwise create barriers to utilising part-time employment. The initiatives equip employees with the tools and confidence to raise workload concerns and advocate for sustainable arrangements, while also strengthening manager capability to support part-time employees through clearer planning, expectation-setting and workload management. A confidential Workload Sustainability Hotline was also established to support employees dealing with workload pressures. Collectively, these measures aim to strengthen psychological safety and improve organisational conditions that enable equitable participation across employment arrangements.

Overall, whilst material changes have not been seen against this indicator within the reporting period, strategies focused on pipeline development, leadership capability, and equitable access to employment flexibility have provided DEECA with a solid foundation for making long term, meaningful change to the organisation’s gender composition.

	1. Ensure robust data collection and reporting measures on gender equality indicators.
2. Drive a leadership reset through training and education.
3. Elevate the representation of women in leadership roles.

	2 – Gender Composition of Governing Bodies
	☐None
☒ a 
☒ b 
☐c 
☐d 
☐e 
☐f
☒g
	Limiting factors
(a) the size of the duty holder, including the duty holder's number of employee
DEECA’s portfolios include several traditionally male-dominated sectors, including:
· Science, technology, engineering and mathematics (STEM), 
· Emergency management, and 
· Field-based operational roles. 
These occupational streams reflect broader, long-standing gender imbalances across the labour market, where women have historically been underrepresented in technical, operational, and frontline leadership positions. As a result, the internal pipeline to senior executive and governing body roles is influenced by structural workforce patterns that pre-date the current reporting period. While progressing gender equality in leadership across these portfolios remains a strategic priority, the organisation is working within deeply embedded systemic norms that have historically positioned male leadership as the default within these domains. These sector-wide dynamics can moderate the pace of change in governing body composition.

(b) the nature and circumstances of the organisation, including any barriers to making progress
DEECA is subject to Machinery of Government (MoG) changes that periodically restructure executive portfolios and governing arrangements for the Victorian Public Service (VPS). The composition of DEECA’s Board of Management and Deputy Secretary positions may be influenced by MoG changes, influencing the department’s ability to constantly ensure gender balance.

In addition, the DEECA Board of Management is supported by stewardship and assurance committees that provide strategic advisory support and operate under local governance arrangements. Membership of these committees is largely role/position based, limiting coordinated influence over gender balance and inclusive representation. This creates a structural barrier to consistent progress at the broader governing body level.

Contributing factors 
(g) genuine attempts made by the organisation to make progress
DEECA actively monitors and reports on the gender composition of the Board of Management and Deputy Secretary cohort to executive leadership. Gender composition data is reviewed as part of governance and workforce reporting processes to ensure visibility of trends, emerging imbalances, and succession risks.

Board of Management members also play key roles as Executive Board Champions of DEECA’s staff-led diversity networks, providing clear channels of escalation for staff-led networks and promoting the use of diverse and intersectional considerations in Board members’ decision-making.

	4. Review DEECA's governance frameworks to ensure women from diverse and intersectional backgrounds are contributing to departmental decision-making.


	3 - Equal remuneration for work of equal or comparable value 
across all levels of the workforce, irrespective of gender
	☐None
☐ a 
☒ b 
☐c 
☐d 
☐e 
☐f
☒g
	Limiting factors
(b) the nature and circumstances of the organisation, including any barriers to making progress
DEECA operates a decentralised recruitment model, whereby a Corporate Services team administers the system, but role design, classifications, and salary negotiation are managed locally within business units. While this structure allows flexibility, it can create variability in how remuneration decisions are applied across the organisation, limiting direct central oversight of pay equity outcomes. 

Contributing factors
(g) genuine attempts made by the organisation to make progress.
To strengthen transparency for prospective applicants, including guidance on remuneration discussions and salary negotiation following interview. While the updated content was published in July 2025 (outside the reporting period), development occurred within the reporting period and supports greater confidence and transparency in remuneration processes.

To mitigate limitations relating to DEECA’s recruitment model, within the reporting period DEECA has published transparent guidance for prospective applicants on salary negotiation and pay structures via the department’s external website, contextualised within the VPS and relevant Enterprise Bargaining Agreement frameworks. Providing transparency aims to empower prospective employees to make informed decisions while recognising structural limitations inherent in localised pay management.

DEECA undertakes an annual gender pay gap audit to monitor remuneration outcomes across the workforce and identify any emerging disparities. DEECA has set an internal target of maintaining a median gender pay gap of less than 2%. Over the past 4 consecutive reporting periods, DEECA has reported a 0% median gender pay gap, demonstrating sustained oversight of remuneration practices and a consistent commitment to pay equity. Gender pay gap data is reviewed as part of workforce reporting processes to ensure continued oversight and early identification of any structural or classification-based disparities. This ongoing auditing process supports transparency, accountability, and sustained focus on pay equity across all levels of the organisation.

DEECA’s ongoing delivery of AwareSuper financial literacy sessions for staff demonstrates a sustained effort to support gender pay equity outcomes. By providing targeted guidance on women’s economic security, superannuation and financial planning, the department acknowledges structural financial challenges that can impact long-term equity. This continued investment in financial capability reflects a genuine and proactive commitment to advancing gender equality beyond remuneration practices.

DEECA conducts an annual communications campaign and hosts all-staff events on days of significance, including Equal Pay Day and International Women’s Day. These activities provide a visible platform to share the organisation’s gender pay gap information, promote awareness of pay equity initiatives, and reinforce the department’s commitment to transparency and ongoing progress toward gender equality.

	5. Undertake an Annual Gender Pay Gap Audit. 
6. Apply an intersectional lens to data collection on pay equity.
7. Implement bias checks and mitigations.
8. Embed financial literacy training.

	4 - Sexual harassment in the workplace
	☐None
☐ a 
☐ b 
☒c 
☐d 
☒e 
☐f
☒g
	Limiting factors
(c) requirements that apply to the organisation under any other Act, including an Act of the Commonwealth
DEECA’s progress in addressing sexual harassment is influenced by legislative and regulatory obligations under both Victorian and Commonwealth law. Requirements under the Equal Opportunity Act 2010 (Vic), Fair Work Act 2009 (Cth), the Occupational Health and Safety Act 2004 (Vic), and the Public Administration Act 2004 (Vic) mandate systematic, procedurally fair investigations and the protection of confidentiality for individuals. These obligations, alongside privacy legislation and VPS employment frameworks, can limit the speed and scale at which systemic interventions or workforce-wide actions are implemented, as responses must balance organisational prevention efforts with legal compliance, individual rights, and industrial arrangements.

(e) the duty holder's operational priorities and competing operational obligations
DEECA is subject to MoG changes that bring in new Groups and portfolios from other VPS departments, each with different workplace cultures, systems, and maturity for addressing sexual harassment. This can affect overall indicator data and requires tailored actions to ensure consistent prevention, reporting, and response practices across the organisation. Additionally, like other departments, DEECA has experienced fiscal constraints and resources have prioritised critical service delivery.

Contributing factors
(g) genuine attempts made by the organisation to make progress.
DEECA has made scaled and targeted investments in its Safe and Respectful Workplaces program, demonstrating a genuine and ongoing commitment to both addressing and preventing sexual harassment in the workplace. The program is agile, with content continually adapted to address hotspots identified through the People Matter Survey. Teams or groups with elevated risks can receive additional training tailored to their needs, supporting proactive mitigation and timely targeted responses. 

Within the reporting period, the Safe and Respectful Workplaces program was incorporated into mandatory induction and onboarding training, strengthening consistency across the workforce, and helping to mitigate limitations associated with MoG changes. Communication channels for the program have also been scaled and diversified to reach more staff, while acting as a central hub for adjacent streams of work, including leadership development, First Peoples self-determination, and psychological safety initiatives. The Community of Practice has strengthened genuine progress by empowering program Champions to advocate values, share real-time information, and build staff trust, reinforcing a culture of safe and respectful workplaces.

The saturation of communication, promotional campaigns and the establishment of the department’s reporting hotline, ‘Talk to Us’, have enhanced accessibility to support and reporting pathways, particularly for emergency management and field-based staff with limited access to computer devices. Specifically, signage for the ‘Talk To Us’ hotline was featured in all vehicles across the firefighting vehicle fleet. DEECA participated in the United Nations 16 Days of Activism campaign to reinforce expectations that promote respectful behaviour and raise awareness of support and reporting pathways.

During the reporting period DEECA endorsed a Joint Standard Operating Procedure regarding multi-agency complaint escalation process (this was endorsed along with Country Fire Authority(CFA), Emergency Management Victoria (EMV), Fire Rescue Victoria (FRV) and Victoria State Emergency Service (VicSES)). The joint statement outlined expected behaviours and the process to raise and /or escalate complaints or concerns for staff working within an emergency operating environment.  

	9. Review and enhance Safe and Respectful Workplaces to provide a leading practice approach to prevention, and a culturally sensitive response to sexual harassment and negative behaviours.
10. Embed Safe and Respectful Workplaces learning package into induction and onboarding to promote appropriate workplace behaviours and expectations.
11. Develop and implement Safe and Respectful and GEAP related updates in DEECA’s communications plan across all staff channels

	5 - Recruitment and promotion practices in the workplace
	☐None
☒ a 
☐ b 
☐c 
☐d 
☐e 
☐f
☒g
	Limiting factors 
(a) the size of the duty holder, including the duty holder's number of employees
DEECA operates a decentralised recruitment model. While DEECA’s Corporate Services Group administers the system, candidate management, selection panel appointments, interview design and selection decisions are managed locally by business areas. This structure can create some variation in recruitment and promotion practices. It can also affect perceptions of fairness, as staff may experience differences in how processes are applied across business units. 

Additionally, this decentralised model means that the vast majority of DEECA’s hiring managers participate in ad hoc recruitment activities, making learning and development for recruitment point-in-time relevant. 

Contributing factors
(g) genuine attempts made by the organisation to make progress.
As part of the VPS-wide commitment to technology reform under the Victorian Digital Strategy (2021–26), DEECA migrated many of its human resource systems to SAP SuccessFactors. The transition of recruitment and onboarding modules was deliberately leveraged as an opportunity to strengthen equity, consistency and accessibility within these processes. The platform now embeds time-sensitive equity and inclusion prompts and procedural guidance for hiring managers and selection panels, promoting consistent, fair recruitment practices across the department. 
During the reporting period, the People and Culture Division, through the Diversity and Inclusion team, redesigned DEECA’s recruitment eLearn to centre inclusion throughout the end-to-end recruitment process. Concurrently, the recruitment policy and procedure were comprehensively updated to incorporate recommendations on gender equality and inclusion. While not all DEECA’s recruitment activity occurs through SAP SuccessFactors, these combined initiatives represent a concrete and sustained organisational commitment to improving transparency, equity, and standardisation in recruitment processes.

Targeted Group-level initiatives and continued investment into early-career programs in historically male-dominated occupations have also sought to address structural barriers in specific occupational groups. 

DEECA’s Water and Catchments Group issued guidance to entities to engage executive search firms that demonstrate leadership diversity and promote inclusive hiring practices. 

DEECA’s Bushfire and Forest Services Group redesigned historical emergency management recruitment requirements, including reviewing fitness testing to remove potentially gendered barriers, and introducing greater flexibility and job security employment contract provisions for seasonal firefighters. Forest Fire Management Victoria reviewed recruitment promotional materials to address gendered language and imagery and contributed resources to deliver the Girls on Fire early-career events to broaden awareness of fire management career pathways. 

Energy Group established the Equal by 30 Working Group to review policies, workforce data, and practices with a gender lens. While the activities of the Working Group are largely preliminary and do not yet deliver measurable recruitment or promotion outcomes, they demonstrate ongoing organisational commitment to identifying barriers and informing future equity initiatives.

During the reporting period, new recruitment guidance material was developed to improve transparency and accessibility for prospective applicants. The content provides practical information on DEECA’s recruitment process, employment conditions and salary negotiation. This was alongside dedicated guidance on supports available for diverse applicants, including information for people with disability and First Nations applicants to better understand their rights and available supports. A fairness and equity section also directs applicants to external resources on equal opportunity rights and reporting pathways. While the updated pages were published in July 2025 (outside the reporting period), this work represents a genuine attempt to improve access to recruitment information and support equitable participation in DEECA recruitment processes.
	12. Implement recommendations from DEECA’s 2022 Recruitment Diversity and Inclusion Audit.
13. Review role design, recruitment, training and deployment systems in our emergency management functions to identify and remove barriers for women’s participation and progression.
14. Promote DEECA as an employer of choice and leverage existing internal talent pipelines

	6 - Availability and utilisation of terms, conditions and practices 
relating to family violence leave, flexible working arrangements 
and working arrangements supporting workers with family or 
caring responsibilities (leave and flexibility)
	☐None
☐ a 
☒ b 
☐c 
☐d 
☒e 
☐f
☒g
	Limiting factors 
(b) the nature and circumstances of the organisation, including any barriers to making progress
DEECA delivers frontline environmental, land management and emergency response services. A substantial proportion of roles require physical attendance in field-based and safety-critical environments, which limits flexibility in how and where work can be performed. Examples of such roles include Fire Tower Lookout Observer, Invertebrate Species Management Officers and Project Fire Fighters. These operational requirements inherently limit the types of flexible work arrangements available to some employees, particularly in relation to remote work and deployment scheduling. 

All roles at DEECA are designed with flexible work enabled, within the inherent requirements of the role. This means every role has access to some type or degree of flexibility as defined by the Commission for the purposes of measure 6.2 (uptake of flexible work by gender). However, the existence of role-based flexibility does not necessarily translate to consistent utilisation across all employees. More nuanced and real-time data would provide a better understanding of gendered patterns of flexible work uptake beyond formal role design.

(e) the organisation’s operational priorities and competing operational obligations
As part of the VPS-wide commitment to technology reform under the Victorian Digital Strategy (2021–26), the VPS seek to establish a single digital system (using SAP SuccessFactors) to support mobility across the public sector. However, individual departmental requirements mean system configuration remains in progress. 

During this transition, certain leave types relevant to this indicator, including Family and Domestic Violence Leave and Flexible Work Arrangements, require manual administration and approval pathways to protect sensitive employee information while maintaining appropriate organisational oversight and duty of care obligations. These interim workarounds increase administrative complexity and limit system-enabled automation, monitoring and reporting. 

The absence of fully standardised processes can also create variation in the employee experience, influencing confidence in requesting and obtaining approval for flexible work and leave arrangements. Accordingly, system limitations continue to affect the pace and practicability of achieving consistent and material shifts in flexible work and leave utilisation patterns across genders.

Contributing factors
(g) genuine attempts made by the organisation to make progress.
DEECA has undertaken deliberate structural and cultural actions to address gendered patterns in leave and flexible work utilisation. As reported against indicator 1 (gender composition of the workforce) a comprehensive review of the Parental Leave Policy, Flexible Work Implementation Guide, Cultural Leave Policy, Family and Domestic Violence Leave Policy, and Reproductive Health and Wellbeing Leave Policy was conducted using an intersectional gender lens. Policies were assessed against global best practice to identify and address settings that may reinforce gendered norms regarding care, flexibility, and workforce participation.

Targeted reform was also undertaken within emergency management functions to increase flexibility in deployment models. This included expanding options beyond the traditional 7-day deployment model to accommodate shorter availability periods, enabling certain roles to be deployed remotely (where operationally appropriate), and actively normalising flexibility within emergency response structures. Women’s participation in deployments has continued to trend upward, increasing from 31% in 2023 to 33% in 2025.

This work was supported through increased communication campaigns aligned to key days of significance that promoted gender equality, shared caring responsibilities, respectful behaviour, and women’s rights. These initiatives aim to shift entrenched cultural norms that influence confidence in accessing flexibility and leave.

Additionally, through our trained Family Violence Contact Officers, the department continues to directly support staff through conversations, provision of information and enabling access to family violence leave days to navigate the actions and distress associated with family and domestic violence.

	15. Enhance existing training on leading flexible teams to address bias and shift stereotypes. 
16. Develop a multichannel campaign depicting men role modelling work-life integration.
17. Review DEECA’s policies relating to Leave, Flexible working, Cultural Leave and Family Violence with a gendered lens.

	7 - Gendered segregation within the workplace
	☐None
☐ a 
☐ b 
☐c 
☐d 
☐e 
☒f
☒g
	Limiting factors
(f) The practicability and cost to the organisation of making progress
Progressing gender balance across historically segregated occupational streams requires sustained, long-term workforce interventions. 

Many of DEECA’s roles sit within specialist technical STEM fields and emergency management disciplines where labour market supply remains gender skewed. This imbalance is reflected not only in recruitment pools, but also in long-held incumbency patterns and historical promotion pathways within these occupations. 

Addressing occupational segregation in these areas requires sustained, consistent and multi-layered strategies, including targeted attraction strategies, leadership development pathways and succession planning initiatives, particularly across regional and remote locations. These interventions require continued investment but are also dependent on broader education and labour market pipelines that sit beyond the immediate control of the department. While practical and financial constraints do not prevent progress, they influence the pace at which representation shifts can be achieved, particularly in senior and specialist roles where turnover is low.

Contributing factors
(g) genuine attempts made by the organisation to make progress.
The 2024 People Matter Action Plan drew on reliable, intersectional datasets, including gendered workplace insights, to rapidly identify root causes of structural and cultural factors that can contribute to or exacerbate gender segregation. Cross-sectional data and thematic analysis enabled targeted, immediate action focused on safety, inclusion and belonging. Actions included increased transparency of inappropriate behaviour complaint outcomes, tailored Safe and Respectful workplaces training for business units with identified hotspots and increased employee engagement with consistent organisational focus messaging.

Targeted reform at Group levels included the redesign of recruitment requirements within Bushfire and Forest Services (as noted previously under Indicator 5) to remove potentially gendered barriers, including revisions to fitness testing and improvements to employment conditions for seasonal firefighters. Recruitment materials were reviewed to address gendered language and imagery. Deployment and roster models were updated to increase flexibility, including alternatives to the traditional 7-day deployment model and remote deployment options where operationally appropriate. Bushfire and Forest Services continue to mature the collection and analysis of gender segregation data, enabling agile identification of occupational hotspots and providing transparent oversight of clusters of gender inequality to inform targeted interventions.

Inclusion-focused leadership programs, coaching, and executive visibility initiatives have been implemented to strengthen progression pathways for women in operational and technical environments and overcome mindsets that perpetuate gender discrimination. DEECA continues to invest in STEM and agricultural early career programs, mentoring, and career development initiatives to encourage women into technical streams and build a sustainable pipeline for future progression. 

	18. Build leadership capability to overcome mindsets perpetuating gender discrimination. 
19. Increase the representation of women from diverse and intersectional backgrounds in our early career programs.
20. Undertake regular deep-dive analysis into areas with the highest gender segregation to identify issues, prioritise meaningful action, and track progress.


*Factors (column Q):
a. the size of the organisation, including the number of employees
b. the nature and circumstances of the organisation, including any barriers to making progress
c. requirements that apply to the organisation under any other Act, including an Act of the Commonwealth
d. the organisation’s resources
e. the organisation’s operational priorities and competing operational obligations
f. the practicability and cost to the organisation of making progress; and
g. genuine attempts made by the organisation to make progress.
Step 3: Reporting on GEAP strategies
Section 3.1 Explaining incomplete strategies (if any) (required)
	Progress against the following strategy remains ongoing:
· Action 6: Apply an intersectional lens to data collection on pay equity
Current workforce data limitations mean we cannot yet fully identify, or measure, pay equity gaps experienced by staff with diverse intersectional identities. Strengthening data collection and reporting on intersectional representation will be a key focus in our new GEAP, including building trust and privacy protections to ensure staff feel safe sharing personal information. This will support more robust analysis and targeted action to address inequities. 



Section 3.2 Describing achievements, challenges and learnings (recommended)
	Notable Achievements
During the reporting period, DEECA implemented several scaled, innovative and system-level strategies designed to progress key workplace gender equality indicators, particularly gender composition at all levels, gendered segregation, recruitment and promotion practices, and workplace safety.
· Investment in Inclusive Leadership Capability: DEECA strengthened its leadership pipeline and inclusive culture through a suite of mentoring, coaching, visibility and leadership development initiatives. This included the Women in STEM Mentoring Program (5 pairs) expanding into the:
· Agriculture Victoria Career Development Program (6 pairs), 
· Leadership coaching for 65 women in Water and Catchments Group, 
· 44 Agriculture Victoria research seminars elevating the profile of 23 women scientists, and 
· A Women of Colour Mentoring Program with 27 mentor-mentee pairs, 60% of whom secured higher duties or promotion following completion of the program. 
These efforts were complemented by department-wide International Women’s Day career coaching events, and a longitudinal Inclusion Safety program in Bushfire and Forest Services Group engaging approximately 310 leaders (15-20 hours each), followed by a 12-month Inclusion Safety Network with monthly participation of 30-70 members. Collectively, these initiatives demonstrate sustained investment in building capability, visibility and inclusive leadership practices to support women’s advancement across the organisation.
· Removing Gendered Barriers for Firefighters: A significant structural reform is being delivered through Project Inspire within Bushfire and Forest Services (BFS), improving personal protective clothing (PPC). A 2024 survey of 292 operational staff identified that 69% of women reported ill-fitting PPC, with over half indicating it hindered their work. The initiative has so far trialled redesigned equipment, used non-invasive 3D body scanning to capture anthropometric diversity.
· Increasing Women in Operational Leadership: Senior Duty Officer roster reform sought to address underrepresentation of women in operational leadership. A 30-50% representation target was established for the 2026/27 fire season, supported by increased roster flexibility, clearer progression pathways and coaching mechanisms. Women’s representation increased from 18% in 2024 to 25% in June 2025.
· Structural Inclusive Recruitment Reform: DEECA progressed structural reform to embed equity within recruitment and promotion processes, particularly in Forest Fire Management Victoria. Recruitment collateral was redesigned to remove gender bias and better reflect a mixed-gender workforce, contributing to a steady increase in applications from women and recognition through the 2025 Women and Firefighting Australia Diversity, Fairness and Inclusion Organisational Award. 
· Workforce Strategy and Inclusive Policy Reform: DEECA progressed structural workforce reform through an intersectional review of key employment policies, including Parental Leave Policy, Flexible Work Implementation Guide, Cultural Leave Policy, Family and Domestic Violence Leave Policy, and Reproductive Health and Wellbeing Leave Policy to strengthen equity and consistency in their application. Additionally, in November 2024, DEECA launched a dedicated Gender Affirmation Policy and Guidelines, co-designed with staff with lived experience, to ensure employees affirming their gender, and their managers, have access to tailored, practical workplace supports. Whilst outside of the current reporting period, DEECA’s LGBTIQA+ Action Plan was launched in October 2025, and builds on the existing foundation to progress gender equality indicators for self-described genders and inclusive workplace cultures. 
· Investment in Gender Impact Assessment (GIA) Training: During the reporting period, 6 GIA workshops were delivered by subject matter experts to build workforce capability. The training aimed to improve understanding of gender and intersectional impacts, enabling staff to apply more inclusive and evidence-based approaches in policy, program and service design. 
· Supporting Customers Experiencing Family Violence: In May 2024, Solar Victoria reviewed its family and domestic violence supports for the Solar Homes Program. The review and policy integration was guided by the National Energy Retail Rules and a DEECA cross-functional working group, incorporating lived experience insights. As a result, the Domestic and Family Violence Policy was introduced in May 2025, providing enhanced support for customers; this included staff training, safety measures to protect personal information, financial hardship supports and personalised case management. Since implementing the policy in May 2025, 19 customers have been supported by the end of 2025 who would have otherwise missed out on receiving a rebate or loan.
Challenges
DEECA faced structural challenges, including:
· Occupational segregation and pipeline constraints in operational, regional-based and STEM roles.
· The time required to achieve sustained cultural change in traditionally male-dominated environments.
· System and data limitations that required iterative redesign of initiatives or retrofitting of solutions.
These challenges reinforce that material progress toward gender equality requires sustained, multi-year effort.
Learnings 
Key lessons from this reporting period include:
· Structural and system-level interventions are more likely to influence indicator-level outcomes than activity-based approaches.
· Embedding reform within established processes tends to generate greater engagement and return on investment than launching entirely new systems of working that require behaviour change and new workflows. 
· DEECA invested in the design and development of a dedicated GIA App in January of 2024 to centrally record GIA’s and strengthen oversite, however uptake has been constrained by barriers in the practical operating environment and existing workflows. 
· While completion of GIA’s increased following strong communication of the new 2020 legislative requirement, most were completed outside of the App through established briefing and governance processes. 
· This has reinforced the importance of conducting robust needs analysis and strategically integrating GIA’s directly into core governance, approval and project management systems to ensure that the system design supports the behavioural and oversight outcomes intended. 
· Building on this learning, in late 2025, DEECA updated its Project Management Framework guide to include GIAs as a key step within the project management lifecycle, notably at the ‘concept’ development phase. 
· Access to current, reliable, comparative data strengthens accountability and reduces regulatory risk.
· Targeted interventions addressing broader intersectional barriers contribute to progression.
· Leadership capability and executive governance are critical enablers of sustainable change.
· Embedding gender considerations early in decision-making or design processes (through GIAs and consultation) improves long-term impact.
These learnings have informed a more systematic, indicator-aligned approach to the next GEAP. Future actions will prioritise system reform, targeted responses to areas of occupational segregation, strengthened monitoring of limiting and contributing factors, and appropriate continued investment in initiatives to sustain measurable progress.




Section 3.3 Providing other updates on implementation (recommended)
	
In the past 5 years, the department has developed and published several strategies and plans to guide its diversity and inclusion efforts, including the Gender Equality Action Plan, Access and Inclusion Plan, LGBTIQA+ Action Plan and Pupangarli Marnmarnepu – Aboriginal Self-Determination Strategy. Collectively, they outline clear commitments to cultural safety, workforce equity, and the systemic inclusion of underrepresented groups. 

These initiatives also operate within the broader VPS policy environment shaped by strategies such as Our Equal State (2023-2027), the VPS Anti-Racism Strategy (2024-2029), Pride in our future: Victoria’s LGBTIQA+ strategy (2022-2032) and Barring Djinang: First Peoples Workforce Development Framework (2024-2028). 

During 2025, DEECA undertook extensive consultation with staff to design and develop the department’s inaugural Diversity and Inclusion Framework (Framework). The Framework describes how the department integrates fairness, accessibility and a sense of belonging into all aspects of our work. The Framework will work alongside existing commitments and obligations, including under the Gender Equality Act. The Framework will support implementation of the new GEAP.  




Section 3.4 Describing resourcing allocation (required)
	
Implementation of the GEAP was led by a VPS5 Program Lead, Strategy and Policy (0.9FTE) and supported by a VPS4 Advisor, Policy Development (1.0 FTE) within DEECA’s Diversity and Inclusion team. Approximately 60% of their time was allocated to GEAP initiatives. The Program Lead worked with relevant functional areas to plan, implement and report on strategies. External third-party providers with specialist skills were engaged to deliver GEAP related strategies such as the delivery of Gender Impact Assessment training and review of policies through an intersectional lens.

While resourcing for the GEAP’s initiatives are primarily funded through Corporate Services, DEECA embeds consideration of gender equality within wider planning and budget processes where possible enabling group level targeted initiatives. The Corporate Plan and divisional business planning cycles provide formal mechanisms to elevate visibility of workforce equity initiatives alongside other strategic objectives. 

Resourcing and budget were sufficient to deliver current progress, however DEECA will review these requirements when considering the strategies outlined in the new GEAP.

In 2025, the department re-established a Diversity and Inclusion Council (the Council) to oversee the development and implementation of inclusion practices, strategies and related action plans, including the GEAP. A clear governance structure was developed to ensure consistent approaches to important inclusion strategies and bodies of work, and increased visibility among senior leaders. The Council comprises executive leaders representing each of DEECAs Groups. 




Any other additions or comments (optional)
	
N/A




image2.png
3.1 Mean total remuneration gender pay gap by occupation groups @ critical measure

i women _
Occupation groups

1 - Managers 5.8% 0.0% 32.7% 24.9%
2 - Professionals 3.7% 1.5% 11.3% 14.5%
3 - Technicians and Trades Workers 5.9% 5.6% 22.8% -32.5%
4 - Community and Personal Service Workers -2.0% 0.9% -62.2% -27.2%
5 - Clerical and Administrative Workers 5.9% 5.4% 11.8% 22.5%
6 - Sales Workers i i e e

Hkk Hxk s s

7 - Machinery Operators and Drivers
8 - Labourers -0.3% -0.8% e 42.1%
All occupations -0.3% -4.2% 12.1% 10.5%
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4.4 Reasons for not making a formal sexual harassment complaint @ supplementary measure

Reasons indicating inadequate information and appropriate guidance

Response options

| didn’t know how to make a complaint = 3.8% = 0.0% e e
| didn't know who to talk to o 0.0% e 0.0% = -
| didn't think it was serious enough 712% 56.6% 40.5% 385% = =
| was advised not to - 3.8% - 77% = -

Reasons indicating a lack of trust and confidence in reporting process and/or outcomes

| believed there would be negative consequences for my 25.4% 24.5% 32.4% 26.9% = =
career (e.g. opportunities for promotion, risk of being fired)
| believed there would be negative consequences for my 28.8% 32.1% 32.4% 346% o e

reputation (e.g. that | would be blamed or not believed or
thought to be overreacting)

| believed there would be negative consequences for the e 245% o 3.8% . -

person | was going to complain about

| didn't feel safe to report the incident o 1.9% e 7.7% e o

| didn't think it would make a difference 271% 43.4% 48.6% 38.5% = =

Lt'l;ou%ht the complaint process would be embarrassing or e 15.1% e 0.0% - e
ficul

Other circumstances

| didn't need to because | made the harassment stop = 13.2% = 77% e e

| didn't need to because | no longer had contact with the e 20.8% e 11.5% o e
person(s) who harassed me

Summary *** means data is unavailable for this result

This measure can be interpreted in many ways. Consider your specific data, your organisational context and other related measures to
identify what is important. Refer to the Analysing_your workplace gender audit results guide for further support.
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Indicator 7: Gendered segregation within the workplace

7.1 Occupational gender segregation

——— [ 1 B

1 - Managers 52.2% 53.0% 47.7% 46.5%

2 - Professionals 57.6% 55.6% 421% 43.9%

3 - Technicians and Trades Workers 51.1% 53.9% 48.6% 45.8%

4 - Community and Personal Service Workers 18.4% 27.4% 81.5% 72.4%

5 - Clerical and Administrative Workers 61.6% 63.6% 37.9% 36.0%

6 - Sales Workers b = - o = e
7 - Machinery Operators and Drivers e e e 100.0% e e
8 - Labourers 42.6% 55.8% 57.4% 43.3% = 0.8%
All occupations 52.6% 52.1% 471% 47.4% 0.3% 0.4%
Summary

This measure can be interpreted in many ways. Consider your specific data, your organisational context and other related measures to
identify what is important. Refer to the Analysing_your workplace gender audit results guide for further support.
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