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Foreword 

I am proud to present to you Orbost Regional Health’s inaugural Gender Equality Action Plan 2022-2025.  Orbost 
Regional Health is committed to providing a workplace where all employees can access and enjoy the same rights, 
responsibilities, resources and opportunities; and can bring their unique selves to the workplace. Gender equality in 
the workplace will be achieved when all our staff and community are able to access and enjoy equal rewards, 
resources and opportunities regardless of their gender and background. 
 
Considerable progress towards gender equality in the workplace has been made, however we know there is much 
more that we can do.  We have outlined four key priorities for our organisation that we will work to achieve by 2025. 
 

 Improve data on gender and intersectionality  
 Address Gender Pay Gap 
 Promotion of a respectful and inclusive workplace culture  
 Building capability and capacity related to equity 

Our Gender Equality Action Plan will assist Orbost Regional Health to plan, implement and measure change in order 
to achieve workplace gender equality.  I am pleased to say it has been developed with the meaningful consultation 
and input from women and men across the organisation. 
 
The Executive team at Orbost Regional Health is committed to lead our organisation and community in achieving 
gender equality along with the prevention of violence against women and minority groups in our community.  Working 
alongside organisational policies, procedures, processes and plans, the Gender Equality Action Plan will ensure that 
we attract, develop and retain an inclusive, high performing and engaged workforce that will continue to deliver 
outstanding services for our community.  I commend the plan to you. 
 
Vicki Farthing 
Chief Executive Officer  
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Background Context 

The Gender Equality Act (2020) introduced a series of new measures for defined entities to comply with and show material progress against that relate to seven key 

indicators concerning gender inequality in the workplace. These indicators and their descriptors can be found on the following page. 

  

One of these measures is this development and submission of a Gender Equality Action Plan (GEAP).  To achieve gender equality in the workplace, the 

Commission for Gender Equality in the Public Sector states that organisations need to: 

 

 Understand the importance of gender equality 

 Identify where change is needed in your organisation; and  

 Plan and implement actions that will achieve progress 

In preparation for compilation of the Gender Equality Action Plan a workforce data audit was undertaken to determine the baseline level of gender equality in our 

workplace. 

 

Data Audit 

We have now analysed this baseline data and reviewed People Matter Survey additional questions that were undertaken in 2021 which has helped identify the 

current state of equality across our workplace.  

 

This Gender Equality Action Plan provides our current state of equality against the seven indicators and details the actions to be undertaken to remediate the areas 

of concern. 

 

Consultation  

Extensive consultation has been undertaken with the workforce to determine the validity of these strategies and to prioritise actions.  Details of the consultation 

activities can be found in Appendix A. 
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Gender Equality Indicators 
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Our Vision 

 

An Outstanding Rural Health service where people are valued and diversity is supported in a safe, respectful and 

equitable workplace, where all employees have access to equal power, resources and opportunities. 

Introduction 

Orbost Regional Health has a strong history of working with our diverse population to ensure equity for all, 

establishing a Diversity Committee in 2014.  Since that time, ORH has provided education for our staff and 

implemented processes to address bullying and harassment, violence and aggression and family violence. 

The Gender Equality Act 2020, provides the platform for ORH to develop our inaugural Gender Equality Action Plan 

by reviewing and assessing the gender equity across all areas of our organisation and to implement strategies that 

will enable us to work towards a workplace that is equal for all regardless of gender or intersectionality.  The guiding 

principles in the Act underpin the right of every person to be able to be in an environment that is safe, respectful, fair, 

provides equal opportunities and is free of discrimination or disadvantage. 

Through data analysis and consultation, ORH has been able to develop an Action Plan to address areas for 

improvement that will assist us in achieving our vision.  The actions identified in this plan work in parallel with ORH’s 

Diversity Plan and Workforce Strategy to build a more respectful, inclusive culture that supports diversity and 

empowers staff to be part of the cultural change, with a view to achieving equal opportunity and participation for all. 
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Our Current State 
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Consultation 

 

Consultation took place with staffing groups via a variety of methods including: 
 

 Staff Open drop in sessions:  session offered to all staff and board members at ORH to call in and provide 
feedback on findings and recommendations resulting from Gender Data Audit and People Matters Survey. 
 

 Survey Monkey:  anonymous electronic survey provided to all staff and board members at ORH requesting 
feedback on findings and recommendations resulting from Gender Data Audit and People Matters Survey.  This 
was by far the most successful consultation with our people suggesting a preference to provide feedback via a 
mechanism where anonymity is ensured. 

 

 Diversity Committee:  presentation made to Orbost Regional Health’s Diversity Committee about findings and 
recommendations resulting from Gender Data Audit and People Matters Survey.  Feedback collected from 
discussions. 

 

 People and Culture Committee:  presentation made to Orbost Regional Health’s People and Culture Committee 
about findings and recommendations resulting from Gender Data Audit and People Matters Survey.  Feedback 
collected from discussions. 
 

 Direct email response:  direct email sent to all staff at Orbost Regional Health providing copy of our Victorian 
Gender Equality Act Data Audit Findings & Recommendations.  This email was distributed by Human 
Resources department and provided another mechanism for staff to provide direct feedback. 

 
Overwhelming response from all consultation was that Gender Data Audit and People Matter Survey indicate no 
areas of major concern from staff consulted.  
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Our Priority Areas for Action 

Action Plan  

Priority 1 – Improve data on gender and intersectionality 

 

 

Indicator Objective Strategy Who When 

 
 

Investigate options to 

enhance existing data 

collection and 

extraction methods to 

increase the level of 

information available 

for analysis to 

understand trends and 

highlight issues on 

gender and 

intersectionality 

- Review and improve employee data collection, recording and storage 

capacity, particularly in relation to intersectional data 

- In collaboration with GHA, identify options to enhance existing data 

collection and extraction methods to increase ORH’s knowledge and 

understanding of under-represented cohorts and gender equality 

- Assess data gaps and determine data capture fields required for new 

starters 

- Design a process to capture intersectionality data from existing 

employees and raise awareness of purpose of data collection 

- Draft a process for future data collection and storage 

 

HR Manager December 2023 

 

 

To collect 

intersectional data on 

Board incumbents 

- Analyse the gender composition of the Board of Management and 

membership of Board sub-committees to address areas of gender and 

intersectional inequality and increase diversity and inclusion 

CEO December 2022 

and ongoing 
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Monitoring Progress 

 

 

Strategy 

 

Measures of Success 

 

Review and improve employee data 

collection, recording and storage 

capacity, particularly in relation to 

intersectional data  

Improved HR systems can collect intersectionality data  

In collaboration with GHA, identify 

options to enhance existing data 

collection and extraction methods to 

increase ORH’s knowledge and 

understanding of under-represented 

cohorts and gender equality 

 

HR systems are modified to collect gender equality data 

Assess data gaps and determine 

data capture fields required for new 

starters 

 

Data gaps in HR systems identified and notified to GHA 

Design a process to capture 

intersectionality data from existing 

employees and raise awareness of 

purpose of data collection 

 

Promotion and education activities scheduled and completed by 80% of current staff 

Draft a process for future data 

collection and storage 

 

HR policies and procedures for data collection reviewed and endorsed 

Analyse the gender composition of 

the Board of Management and 

membership of Board sub-

committees to address areas of 

Analysis of Board of Management and Board sub-committees completed and presented at Board meeting 
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gender and intersectional inequality 

and increase diversity and inclusion 

 

Priority 2 - Address Gender Pay Gap 

 

 

Indicator Objective Strategy Who When 

 

 
 

Identify pay gaps and 

targeted strategies to 

address factors that 

contribute to gender 

pay gaps 

- Investigate root causes on areas of pay gaps and barriers to pay equity 

- Undertake employment type and classification level analysis to review 

gender pay disparity for both men and women to identify systemic issues 

that may be impacting this 

- Undertake analysis against age levels, in terms of gender composition 

and remuneration as there is a significant variation across age levels 

which may warrant further review 

HR July 2023 

 

 

 

Monitoring Progress 

 

 

Strategy 

 

Measures of Success 

 

 

Investigate root causes on areas of 

pay gaps and barriers to pay equity 

 

 

Investigation conducted and report provided on investigation of current gender pay inequity at Band 4 level. 

Undertake employment type and 

classification level analysis to review 

gender pay disparity for both men 

Report of employment type, classification and pay disparity completed and presented to Executive Management meeting 
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and women to identify systemic 

issues that may be impacting this 

Undertake analysis against age 

levels, in terms of gender 

composition and remuneration as 

there is a significant variation across 

age levels which may warrant further 

review 

Report of analysis of age and pay levels completed and presented to Executive Management meeting 

 
 

Priority 3 – Promotion of a respectful and inclusive workplace culture 

 

 

Indicator Objective Strategy Who When 

 

 
 

Be community leaders 

by demonstrating and 

promoting 

inclusiveness and 

diversity 

- Continue running transformational education activities for staff on an 

annual basis 

- Enhance psychological safety across ORH through a review of reporting, 

supports and escalation processes 

- Celebrate and promote our diverse employees and encourage them to 

share their experiences so that we can learn from them 

Diversity Manager July 2023 and 

ongoing 

 

 

Provide an 

environment where 

staff and the 

community feel safe, 

respected, supported 

and valued 

- Provide annual education for staff to raise awareness of inappropriate 

behaviours, sexual harassment and family violence 

- Develop and distribute an internal campaign and tools that clearly 

articulate what sexism and discrimination looks like and how to call it out 

and prevent it 

Diversity Manager July 2023 and 

ongoing 

 

 

Recruitment 

processes and 

practices are fair and 

equitable 

- Seek feedback from current employees regarding internal promotion 

practices and opportunities 

- Review recruitment advertising to further promote inclusive workplace 

and encourage diverse applicants by ensuring advertising includes 

HR Manager July 2023 
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 welcoming messaging for people of all ages, abilities and cultural 

backgrounds 

- Promote diversity and inclusion practices on ORH website and consult 

with staff about opportunities to focus on specific areas 

 

Provide professional 

development on 

gender 

intersectionality and 

inclusion 

- Identify barriers at ORH, in the health sector and in the community to the 

attraction, recruitment and retention of non-dominant genders into 

previously gender stereotypical roles 

- Continue to work with staff around psychological safety 

HR Manager July 2023 

 

Parents and carers 

leave entitlements are 

applied equally to all 

employees 

- Strengthen the awareness across ORH of the provision of parental, 

carers and family violence leave and the process for access  

HR Manager December 2022 

 

 

Monitoring Progress 

 

 

Strategy 

 

Measures of Success 

 

Continue running transformational 

education activities for staff on an 

annual basis 

 

 

 

 

 

100% staff complete transformational education sessions provided 

Enhance psychological safety across 

ORH through a review of reporting, 

supports and escalation processes 

 

Review of policies, procedures and processes of psychological safety reporting, supports and escalation completed and 

changes completed and communicated to staff 
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Celebrate and promote our diverse 

employees and encourage them to 

share their experiences so that we 

can learn from them 

People and Culture meeting have developed a schedule of celebration to share the diverse culture of the workforce at ORH 

and the schedule is implemented 

Provide annual education for staff to 

raise awareness of inappropriate 

behaviours, sexual harassment and 

family violence 

 

100% staff have attended annual education of inappropriate behaviours, sexual harassment and family violence 

Develop and distribute an internal 

campaign and tools that clearly 

articulate what sexism and 

discrimination looks like and how to 

call it out and prevent it 

Internal toolkit is developed and distributed to staff 

Seek feedback from current 

employees regarding internal 

promotion practices and 

opportunities 

 

Staff survey re promotion practices and opportunities developed and completed with staff 

Review recruitment advertising to 

further promote inclusive workplace 

and encourage diverse applicants by 

ensuring advertising includes 

welcoming messaging for people of 

all ages, abilities and cultural 

backgrounds 

Template for recruitment advertising is reviewed to improve messaging and job application data shows an increase in the 

diversity of applicants for positions  

Promote diversity and inclusion 

practices on ORH website and 

consult with staff about opportunities 

to focus on specific areas 

Article on diversity and inclusion posted on ORH website 

Identify barriers at ORH, in the health 

sector and in the community to the 

attraction, recruitment and retention 

of non-dominant genders into 

previously gender stereotypical roles 

 

Issue included as an agenda item on the People and Culture meeting and discussed at Executive Management meeting 

and MPS Managers meeting.  Barriers identified and actions noted to address the issue 
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Continue to work with staff around 

psychological safety 

Number of Psychological safety education sessions included on annual staff development calendar 

Strengthen the awareness across 

ORH of the provision of parental, 

carers and family violence leave and 

the process for access 

Amount of information provided to staff regarding parental, carers and family violence leave and an increase in the number 

of male employees accessing leave. 
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Priority 4 – Building capability and capacity related to equity 

 

 

Indicator Objective Strategy Who When 

 

 
 

Provide a workplace 

free from sexual 

harassment, bullying 

and discrimination 

- Review staff induction content and processes to strengthen the focus on 

understanding and preventing sexual harassment 

- Ensure a clear process exists for an employee or by-stander to report 

unwanted or offensive behaviour in the workplace and at work-related 

social activities, confidentially and without fear of reprisals, with 

appropriate action 

- Identify barriers to employees or by-standers reporting instances of 

inappropriate or unwanted behaviour 

HR Manager/ 

Staff education 

December 2022 

 

I  

Increase employee 

awareness of flexible 

work options and other 

support practices such 

as parental leave, 

family violence leave 

and carers leave 

- Review flexible leave and work arrangements process to ensure 

equitable access 

- Strengthen employee awareness of the availability of Family Violence 

leave 

- Support carers to return to work after parental leave and take steps to 

minimise disruption to career progression 

 

HR Manager March 2023 

 
 

 

To understand the 

barriers to women at 

ORH working full time 

- Review the high levels of part-time work for women and identify any 

barriers preventing career progression or full-time employment 

HR Manager March 2023 

 

 

Monitoring Progress 

 

 

Strategy 

 

Measures of Success 
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Review staff induction content and 

processes to strengthen the focus on 

understanding and preventing sexual 

harassment 

 

 

 

 

Review of staff induction information completed and updates incorporated into all information 

Ensure a clear process exists for an 

employee or by-stander to report 

unwanted or offensive behaviour in 

the workplace and at work-related 

social activities, confidentially and 

without fear of reprisals, with 

appropriate action 

Process for reporting unwanted or offensive behaviour reviewed.  Consultation with People and Culture committee 

regarding changes required and education for staff on reviewed process completed 

Identify barriers to employees or by-

standers reporting instances of 

inappropriate or unwanted behaviour 

Process for reporting unwanted or offensive behaviour reviewed.  Consultation with People and Culture committee 

regarding changes required and education for staff on reviewed process completed 

Review flexible leave and work 

arrangements process to ensure 

equitable access 

 

Flexible leave and work arrangements policies and procedures have been reviewed and are equitable  

Strengthen employee awareness of 

the availability of Family Violence 

leave 

 

100% of staff have attended family violence leave education 

Support carers to return to work after 

parental leave and take steps to 

minimise disruption to career 

progression 

 

Survey report of employees who have returned to work re opportunities for career progression completed and presented at 

Executive Management meeting and People and Culture meeting 
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Review the high levels of part-time 

work for women and identify any 

barriers preventing career 

progression or full-time employment 

Included as an agenda item for the People and Culture meeting and report issues to Executive Management meeting for 

discussion and action 
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Resourcing Strategy 

 

Orbost Regional Health Gender Equality Action Plan 

Resourcing & Leadership Commitment  

 

 

Objective 

 

Strategies 

 

Our Board and Executive have 

oversight of, and have endorsed, the 

actions within this Gender Equality 

Action Plan and will monitor our 

material progress against the actions 

listed. 

 

 

- Foreword and commitment statement from CEO 

- Quarterly reporting of progress against actions to Executive and Board level is provided. 

- Active and visible sponsorship from leadership of the principles of gender equality across our organisation takes 

place. 

- Executive have provided support to break down barriers that get in the way of progressing the actions within this 

plan. 

 

Adequate and defined resources are 

allocated to project manage progress 

of the actions within this plan and the 

broader EDI agenda within our 

organisation. 

 

 

- Appointment of a Corporate Services Project management role to coordinate the roll out of the Gender Equality 

Action Plan and reporting requirements 

- Responsible roles involved in completion of actions within this plan have been documented and time allocated. 

- Reporting of progress against actions to the Corporate Services Project Manager. 

 

Responsible roles include: 

- HR Manager 

- Diversity Manager 

- Staff Educators 

- CEO 

- Corporate Services Project Manager 

Responsible staff will be supported by the Corporate Services Project Manager, who will in turn be supported by the CEO to 

ensure allocated tasks are completed on schedule. 

 

 

Leaders at all levels of the 

organisation are aware of the 

strategic approach to gender equality 

 

- Regular reporting of progress against actions in this action plan will be reported at the MPS Managers meeting on a 

quarterly basis 
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in our organisation and actively 

model and support implementation of 

the actions within this plan. 

 

- MPS management group will undertake specific education to ensure they are equipped with the knowledge and 

skills to support the implementation of this action plan 

 

 

Our cross functional Equity, Diversity 

and Inclusion working party monitors 

progress of actions against this 

action plan and acts as change 

champions across our organisation to 

implement and successfully embed 

these actions. 

 

- Time allocated to responsible staff to attend working party meetings and complete reporting requirements 
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Implementation & Communication Plan 

 

On finalisation of this document, the Gender Equality Action Plan will be presented to staff, Board of Management 
and the community via: 

- Board of Management meeting 
- MPS Managers meeting 
- People and Culture meeting 
- Executive Management meeting 
- Community Advisory Committee meeting 
- Uploaded to ORH website 
- Social media post on Facebook 
- Article in local newspaper, Snowy River Mail 
- ORH Pulse newsletter 

 
Progress on actions will be reported quarterly at the: 

- People and Culture meeting 
- Executive management meeting 
- Board of Management and 
- Community Advisory Committee 

 
Consultation groups will be established to inform actions and education programs will be commenced to raise staff 
awareness of gender inequality, the purpose of the plan and to gather additional information to target actions. 
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Other Information 

Orbost Regional Health documents linked to diversity and equality include: 

Diversity Framework 

Diversity Policy 

Diversity Plan 

Dealing with Diversity Staff Guide 

Working with Aboriginal People Staff Guide 

People and Culture Framework 

People and Culture Staff Guide 

 

Key contact: Andrew Phillips, Diversity Manager, email – andrew.phillips@orh.com.au  

 

 

 

mailto:andrew.phillips@orh.com.au

