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Workplace Equality and Respect key tools
Workplace Equality and Respect Standards
Workplace Equality and Respect Implementation Guide
Workplace Equality and Respect Self-Assessment Tool
Workplace Equality and Respect Key Progress Indicators
Workplace Equality and Respect Staff Survey
Practice guidance: Engaging leaders
Practice guidance: Communications guide
Practice guidance: Dealing with backlash
Practice guidance: Equality and respect for all women - an intersectional
approach
Practice guidance: Reducing risk in workplace initiatives to prevent violence
against women
Practice guidance: Responding to disclosures
Practice guidance: Understanding your rights in the workplace and Victorian
anti-discrimination law
Practice guidance: Workplace responses to staff who perpetrate violence
Practice guidance: Workplace gender equality and the law
Practice guidance: Workplace policies to support equality and respect
Practice guidance: Working in rural, regional and remote workplaces to prevent
violence against women
Practice guidance: Workplace support for staff who experience family violence
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This guide aims to help you by providing:
• an overview of the importance of leaders in driving workplace equality and
respect
• advice on what you can do to get your leaders on board and build a strong
business case to prevent violence against women
• factsheets to support you in engaging with your leaders and build
understanding of the vital role for workplaces in preventing violence against
women.

The commitments and actions of workplace leaders are critical to changing the
attitudes, behaviours and structures that drive violence against women.
It is vital to engage leaders across the organisation in workplace efforts to achieve
equality and respect. The commitment of leaders – through their role modelling and
by making sure the necessary resources, policies and processes are in place –
ensures that this work is more likely to be successful and sustained.
While it might not always be easy or quick to engage leaders, it is worth the
investment of time and energy. Building the leaders’ understanding and securing
their genuine commitment is the first step to having them champion and model
respectful and equitable behaviour.

Why is leadership engagement so important?
Engaging leaders – both male and female – and building their capacity to be
informed and committed advocates for the prevention of violence against women is
vital for supporting, driving and sustaining change for workplace equality and
respect.
Engaging leaders, including Boards, CEOs and other senior leaders, helps to:
• bring others on board with organisational change. Leaders can speak to all of
their employees and stakeholders – male and female – and actively role
model equality and respect
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• create an environment for establishing and reinforcing the workplace’s
commitment to achieving equality and respect. This can include calling
attention to what needs to be changed, ensuring resources are available to
create and drive this organisational change and visibly modelling equality and
respect
• empower staff across the workplace to speak up or take action when they see
sexist or discriminatory behaviours occurring, knowing they have the support
of leaders and policies making it clear such behaviours are unacceptable.

What can you do to get leaders on board?
Build your understanding of the impacts of violence against women on
the workplace
Familiarise yourself with the Workplace Equality and Respect Standards and
supporting tools, and use these to work with your leaders and colleagues. These
resources have been designed specifically to support workplaces to address gender
inequality and prevent violence against women.
You can use the facts, messages and videos in the factsheets at the end of this guide
or print the factsheets and share them with leaders.
You may want to consider focusing on training leaders or engaging them in
conversation before you train other staff, so you can be sure there is strong shared
understanding of the need for change before questions or critiques arise.

Get others on board
Individual champions can play a big part in challenging the attitudes, behaviours
and structures that drive violence against women. However, driving change alone
can be hard and lead to feeling overwhelmed or encountering barriers that are hard
to overcome. Involving a broad range of staff in leading change is about reaching a
critical mass, but also about making sure you have the support you need to make
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the case for change. Sometimes this support comes in the form of existing
relationships and networks, or someone being able to articulate something in just
the right way to get a key leader on board.
You could establish a small team which has responsibility to work towards achieving
the Standards; people who can show leadership and have authority to make
changes to strategies, policies and procedures.

Build a business case
Just like any new piece of work or strategy, it’s important to have a strong business
case to support you in explaining why your workplace and leaders should commit to
taking action to achieve equality and respect.
As well as making the ethical case for preventing violence against women, you will
need to highlight:
• the ways that gender inequality impacts on your workplace and your core
business
• opportunities for change
• the benefits of taking active steps to address the drivers of violence against
women
• the risk and cost of inaction.
You know your business and your leaders best, and understand what is most likely
to ‘hook’ them and be a driving motivator to commit to preventing violence against
women. The below tips can be adapted or included in your business case along with
information from Factsheets 1 and 2.

Tips for building a business case
Align work with organisational values and existing goals and priorities
It is likely that workplace equality and respect initiatives will align with your
organisational values and may complement and strengthen other organisational
goals and priorities, such as diversity or inclusion. Highlight these alignments and
how workplace equality and respect can strengthen them in your business case.
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Remind leaders of their legal responsibilities to promote equality and respect
It’s important to acknowledge that sexual harassment, discrimination and bullying
continue to occur in Australian workplaces, and employers have a legal
responsibility to take proactive measures to address these issues. Make sure you are
up to date with understanding your legal requirements regarding gender equality
and diversity.
• See Practice guidance: Workplace gender equality and the law
Many Australian workplaces are required to report to the national Workplace
Gender Equality Agency (WGEA) on six indicators relating to gender equality in the
workplace. The commitment shown by your workplace to equality and respect will
complement and add value to your organisation’s reporting to WGEA.
Consider the cost
Even when occurring in private life, violence against women affects workplaces in
many costly ways, including increased absenteeism and staff turnover, lost
productivity, and decreasing job satisfaction and staff morale. Evidence also shows
that promoting gender equality and respect can have significant financial benefits
for workplaces.
• Factsheets 1 and 2 provide further information on the costs of violence
against women and the significant benefits for workplaces, which can be
used to support your business case.
Remind leaders that their staff and stakeholders want them to take action
It is important to communicate with your leaders through multiple channels; to help
them understand the evidence that employees and stakeholders across Australia
want workplaces to take action to prevent violence against women.
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For example2:

A VicHealth study showed that:
• 98% of respondents expect employers to ensure that women are
provided with the same opportunities as men
• 94% of respondents agreed that employers should take a leadership
role in educating their workforce about respectful relationships
between men and women.

To support this – and your broader business case – you may need to undertake
internal consultation with male and female staff (and analyse any relevant data) to
understand their experiences in the workplace, identify the ways gender influences
and shapes their working lives, and provide feedback on their experience of the
equality and respect change process.
In order to understand what needs to change and why, staff need to be asked
questions about the current situation as well as how they see the future. This can be
a relatively simple process such as confidential staff surveys, focus groups or
informal consultations.
Many workplaces will already be required to regularly collect data and report to the
Workplace Gender Equality Agency. Your organisation’s annual report on this data
can also strengthen your business case, as can the publicly available reports of
similar organisations. You can find helpful resources on data analysis through the
Workplace Gender Equality Agency Explorer.
• See Workplace Gender Equality Agency (WGEA) website and resources for
more information

2

VicHealth (2012). More than ready: bystander action to prevent violence against women in the
Victorian community. https://www.vichealth.vic.gov.au/media-andresources/publications/bystander-research-project
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Show your leaders examples of other organisations and individuals who are
committed to equality and respect
There is considerable momentum and commitment across all levels of Australian
society for equality and respect and the prevention of violence against women –
including all levels of government, the media, workplaces, sports organisations,
communities and individuals. In building your business case, it may be strategic to
highlight examples, case studies and learnings of organisations and individuals to
help drive leader commitment and engagement in this work.
WGEA collates data and shows benchmarks for different gender equality indicators
like flexible work, the representation of men and women in senior leadership and
how many workplaces have family violence leave policies. The data is presented
nationally as well as by industry, and can be found here: http://data.wgea.gov.au/.
There are also a number of case studies of organisations who have undertaken
significant consultation as part of their efforts to promote gender equality, such as
the Male Champions of Change initiative.
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Fact sheet 1 | Key messages
These key messages will be helpful in your efforts to engage your leaders and
colleagues and raise awareness of the importance of workplaces committing to take
action to prevent violence against women.

How does violence against women impact workplaces?
• One in five Australian women have experienced physical or sexual violence by
an intimate partner during their lifetime.3 Most women who experience
violence are in the paid workforce.4
• Employers have a legal responsibility to create safe work environments.
Workplaces are also places where violence, harassment and sexism occur.
Workplace sexual harassment affects around one in five people aged 15 years
and older, and four out of five harassers are men.5
• Women’s experiences of violence, even if occurring in the home, impact on
the workplace.
• The impact of violence against women and their children on production and
the business sector is estimated to cost Australia 1.9 billion each year.6

Gender inequality in Australia
• It is easy to assume that women in Australia have achieved a high level of
equality with men, given the notable gains made in the various aspects of
gender equality in recent decades. However, despite significant advances,
inequalities for women and girls persist across many areas of Australian life.
Gender norms and stereotypes remain powerful, and discrimination on the
basis of sex and gender still occurs in many contexts.

3

Australian Bureau of Statistics (ABS) (2017). Personal Safety, Australia, 2016. Cat. No. 4906.0.
Australian Bureau of Statistics: Canberra. Available at:
http://www.abs.gov.au/ausstats/abs@.nsf/mf/4906.0
4 Australian Law Reform Commission, Family Violence and Commonwealth Laws—Improving Legal
Frameworks (ALRC Report 117), February 2012.
5 Australian Human Rights Commission, Working without fear: results of the Sexual Harassment
National Telephone Survey, 2012.
6 Australian Government (2016). The Cost of Violence against Women and their Children.
Australian Government: Canberra Available at:
https://www.dss.gov.au/sites/default/files/documents/08_2016/the_cost_of_violence_against_w
omen_and_their_children_in_australia_-_summary_report_may_2016.pdf
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• The impacts of inequality on Australian women over their lifetimes are wide
reaching. Women and girls continue to experience inequality and
discrimination in many areas, including those directly related to the workplace
and employment, such as:
o the gender pay gap (difference between average levels of pay for men
and women) which is currently 15.3% and has hovered between 15 and
19% for the past two decades7
o under-representation in senior leadership roles, with women
comprising 16.3% of CEOs and 28.5% of other senior leadership roles8
o the superannuation savings gap. Currently, the average superannuation
payout for women is a third of the payout for men9
o women spending more than double the amount of time as men caring
for children10 and for people with a disability11
o experiencing high levels of sexual harassment in the workplace (such as
suggestive comments/jokes, intrusive questions about private life or
appearance and inappropriate staring). Of those who experience sexual
harassment at work, 62% were women12
o discrimination during pregnancy, parental leave and returning to work.
Despite longstanding prohibitions against pregnancy/return to work
discrimination, research shows that one in two (49%) mothers report
experiencing discrimination in the workplace at some point.13
7

Workplace Gender Equality Agency, What is the Gender Pay Gap?,
https://www.wgea.gov.au/addressing-pay-equity/what-gender-pay-gap
8 Workplace Gender Equality Agency, Australia’s Gender Equality Scorecard: Key findings from the
Workplace Gender Equality Agency’s 2015–16 reporting data, November 2016,
https://www.wgea.gov.au/sites/default/files/80653_2015-16-gender-equality-scorecard.pdf
9 Workplace Gender Equality Agency, Women’s economic security in retirement, 2015,
https://www.wgea.gov.au/sites/default/files/PP_womens_economic_security_in_retirement.pdf
10 Australian Bureau of Statistics, 4125.0 – Gender Indicators, Australia, February 2015,
http://www.abs.gov.au/ausstats/abs%40.nsf/Lookup/by%20Subject/4125.0~Feb%202015~Main%
20Features~Time%20use~410
11 Australian Bureau of Statistics, 4125.0 – Gender Indicators, Australia, February 2016,
http://www.abs.gov.au/ausstats/abs@.nsf/Lookup/by%20Subject/4125.0~Feb%202016~Main%20
Features~Work%20and%20Family%20Balance~3411
12 Australian Human Rights Commission, Working without fear: results of the Sexual Harassment
National Telephone Survey, 2012.
13 Australian Human Rights Commission, Supporting working parents: pregnancy and return to
work national review, 2014.
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Violence against women can be prevented by promoting gender equality
in all aspects of our lives, including workplaces
• Australian and international research shows that violence against women is
driven by gender inequality.14
• While violence against women is serious and prevalent in Australia, evidence
tells us it can be prevented by increasing gender equality in all elements of
everyday life, including in workplaces.15

Workplaces can play a critical role in preventing violence against women
• Workplaces have a vital role to play in creating an Australia free of violence
against women; an Australia where women are not only safe but respected,
valued and treated as equals in private and public life.
• Workplaces are a key setting for the prevention of violence against women
not only because violence can occur within the workplace but because
workplaces significantly influence our attitudes, beliefs and behaviours in
both our personal and professional lives.
• Every conversation, policy and action in the workplace has the potential to
either reinforce or challenge gender inequality. Workplace policies and
practices can devalue, exclude or marginalise women, which can result in
biased recruitment and promotion processes, the underrepresentation of
women in senior roles and the unequal sharing of caring responsibilities.
• Conversely, workplaces can actively promote gender equality and respect and
challenge the underlying causes – or drivers – of violence against women
through their leadership, culture, policies and processes.
• By implementing programs and policies to promote equality and respect
among females and males, workplaces stand to benefit through increased
productivity, reduced absenteeism, decreased staff turnover, and improved
staff health and wellbeing.
• Businesses stand to benefit financially – for every woman who is spared this
violence, $1,969 in annual production costs can also be spared.16

14

Our Watch, Australia’s National Research Organisation for Women’s Safety, VicHealth. Change the
story: a shared framework for the primary prevention of violence against women and their children in
Australia, 2015.
15 Our Watch, Australia’s National Research Organisation for Women’s Safety, VicHealth. Change the
story: a shared framework for the primary prevention of violence against women and their children in
Australia, 2015.
16 PwC, A high price to pay: the economic case for preventing violence against women, 2015.
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Why leaders are key to preventing violence against women in workplaces
• Regardless of whether violence against women and gender inequality occurs
within or outside of workplaces, the commitment and actions of leaders is
critical to change the attitudes, behaviours and structures that drive violence
against women.
• Leadership shapes what is expected, accepted and applauded in the
workplace. Boards, CEOs and senior leadership must lead the work in order to
achieve whole-of-organisation change.
• Leaders have a key opportunity to actively and visibly model gender equality
to prevent violence against women and ensure the necessary resources to
support organisational change.
• Leadership is vital to drive and sustain workplace cultures that reject sexism
and discriminatory attitudes, confront organisational practices that devalue,
exclude or marginalise women and support increasing the number of female
leaders.
• The power to prevent violence against women lies not in the efforts of a
single workplace or sector but in the incremental changes all workplaces can
make. The leadership of individual workplaces is vital to build momentum for
this change.
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Fact sheet 2 | Why workplace equality and respect is
good for business
Preventing violence against women and promoting gender equality will benefit your
workplace and all your employees and stakeholders – both women and men.

Save money and increase profits
Violence against women cost Australian employers $1.93 billion in 2015–16. These
costs include lost productivity, absenteeism, leave and staff turnover, and are often
unaccounted for. Workplace gender equality can increase profits – a study revealed
that shifting from an all-male or all-female office to one split evenly along gender lines
could increase revenue by over 40%.17

Attract and retain talent and increase staff performance
Employee turnover is widespread, with figures suggesting that workplaces
experience staff turnover of 16% each year.18 Multiple studies show that inclusive
workplaces are associated with reduced turnover.19 A workplace that is known to
support women and men to reach their potential will have a competitive advantage
in attracting and retaining the best talent. Diverse and inclusive workplaces breed
higher satisfaction levels, which increases employee engagement and performance
… It’s that simple.

Workplaces that encourage
employees to voice their opinions
and be involved in decision making
have on average 33% lower
employee turnover (O’Leary et al.)

Companies with more female
Board members experience
higher financial performance
(Catalyst, Women on corporate
boards globally, 2017)

17

Ellison, S. F., & Mullin, W. P. (2014). Diversity, social goods provision, and performance in the firm. Journal of
Economics and Management Strategy, 23, 464-481. doi: 10.1111/jems.12051
18 Australian Human Resources Institute (AHRI) (2015). AHRI Pulse Survey: Turnover and Retention. Australian
Human Resources Institute: Melbourne. Available at:
https://www.ahri.com.au/__data/assets/pdf_file/0018/52344/PULSE_retention-and-turnover-2015.pdf
19 O’Leary J., Russell, G. and Tilly, J. (2015). Building Inclusion - An Evidence-Based Model of Inclusive Leadership.
Diversity Council of Australia: Sydney. Available at: https://www.dca.org.au/research/project/building-inclusionevidence-based-model-inclusive-leadership.
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Increase access to target markets
Just as 70% of retail decisions are influenced by women, a high proportion of service
users and stakeholders are women. Gender equality in your workforce gives you more
understanding of how to appeal to all customers and clients and assist your workplace
to increase market share or ensure your service is more likely to appeal and reach a
broader cross-section of the population.

Minimise risk and ensure staff wellbeing
You have a duty to ensure the safety of your employees and to prevent violence,
discrimination and harassment. Meeting these obligations minimises your risk of
financial and reputational loss from lawsuits caused by discrimination.

Support positive change and enhance your reputation
There is a strong business and ethical case for working to change the social and
structural conditions that drive violence. You can build trust, loyalty and your
reputation by showing leadership on issues the community cares about.

Over 98% of respondents
expect employers to ensure
that women are provided
with the same opportunities
as men (VicHealth, 2012)

Companies in the top
quartile for gender diversity
are 15% more likely to have
financial returns above
national industry medians
(McKinsey, Why diversity
matters, January 2015)

Gender equality benefits women and men
Gender equality benefits everyone – women and men. For example, workplace
flexibility is an increasingly important issue for men, particularly for fathers or carers.
Research shows that the majority (75% of men surveyed) of Australian men want
greater balance between their work and personal lives. However, due to long-held
societal norms of breadwinners and caregivers, and some workplace policies, process
and cultures acting as a barrier to change, only 27% of those surveyed who wanted
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flexible work had requested it. The same study found that only 16% felt they received
equal acceptance as carers in their workplace when compared to women.
A number of workplaces have adopted a strong commitment to flexible work and
parental leave in their policies, practices and culture. Policies and cultures such as
these are likely to be more attractive to current as well as potential employees, and
show a strong commitment to modelling gender equality. It is also likely to support
your broader organisational change process, as men are more likely to feel a part of
the process and benefit as well.
Another opportunity to engage your leaders is by appealing to their ‘hearts’ as well
as their ‘minds’. The following example highlights the benefits of this approach:
“[I spoke to a] particular CEO who had twins – a boy and a girl. I explained to him
that in Australia today women hold only three percent of CEO positions of the top
200 companies and only 17% of Board directorships. That in every sector in
Australia the basic rule is that the higher up you go, the less women you see. That
these results exist despite women representing more than 60% of university
graduates and 50.8% of Australia’s population. And finally I told him that while
women were excluded from power – economic, political and social – they would
be marginalised all across Australia. What shifted for this CEO was the
understanding that without intervention by decent powerful men, this story
would become his daughter’s story. His daughter would not have the same
opportunities as his son – all because she was a girl. What father wouldn’t want
his daughter to have an equal chance at a life free from man-made barriers?”
Elizabeth Broderick, Former Australian Sex Discrimination Commissioner,
speaking at the UN Women National Committee Japan’s Symposium, December
2013.20

20

Broderick, E. UN Women National Committee Japan Symposium: Women can participate even
more! How Women’s Empowerment Principles will change the future of work, December 2013.
https://www.humanrights.gov.au/news/speeches/engaging-male-leaders-gender-equality-1
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Factsheet 3 | The link between gender inequality and
violence against women
How will improving gender equality prevent violence against women?
Australian and international research21 shows
us that violence against women is much more
likely when men have social, economic and
political power over women or feel they have
the right to control them. Evidence tells us
violence against women can be reduced in
Australia by increasing gender equality in all
elements of everyday life, including in
workplaces.
That’s why preventing violence against women
is not just about changing individuals – it’s
about changing the culture in which
individuals choose to use violence.

What drives violence against women?
Although there is no single cause of violence
against women, there are certain factors that
consistently predict – or drive – higher levels
of violence against women. These include beliefs and behaviours reflecting
disrespect for women, low support for gender equality and adherence to rigid or
stereotypical gender roles, relations and identities.

21

Our Watch, Australia’s National Research Organisation for Women’s Safety, VicHealth. Change the
story: a shared framework for the primary prevention of violence against women and their children in
Australia, 2015.
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Condoning violence against women
Attitudes, words and actions that trivialise, make light of or justify violence
against women allow people to think violence is acceptable or excusable.
Men’s control of decision making and limits to women’s independence
When men control decision making and resources in the home, workplace or
community, they have an opportunity to abuse power, while women have
less power to stop it, call it out, or leave.
Rigid gender roles and stereotypes
Strict ideas about what women and men can and should do limit men’s and
women’s choices. When male dominance is normalised, violence can be used
to punish women who don’t meet expected roles.
Men disrespecting women to bond with other men
When aggression and disrespect are seen as natural parts of being ‘one of
the boys’, it is more likely that violence towards women will be excused – by
the perpetrator, their peers and the community.

Useful resources and multimedia
Resource

Source

Introductory email

• Equal Footing, Booklet 2 – Resource Pack, p. 38, VicHealth

Staff survey

• Workplace Equality and Respect Staff Survey
Equal Footing, Booklet 2 – Resource Pack, p. 26, VicHealth

Q&A

• Equal Footing, Booklet 1, p. 7, VicHealth

Facts and figures

• Our Watch
• Workplace statistics, Workplace Gender Equality Agency
• Data Explorer, Workplace Gender Equality Agency
• Victorian Women’s Health Atlas, Women’s Health Victoria

Helpful and
unhelpful
behaviours

• Equal Footing, Booklet 1, p. 65, VicHealth
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Infographics

• National Community Attitudes Survey, ANROWS
Sexual Harassment: Know Where the Line Is, Australian
Human Rights Commission

Videos

• Change the story, Our Watch
• It’s time to act on Our Watch, Our Watch
• Attitudes to gender equality and violence against women,
VicHealth
• Bystander action on preventing violence against women,
VicHealth
• Stereotypes in the workplace, Maroondah City Council
Sexual Harassment: Know Where the Line Is, Australian
Human Rights Commission

Case studies

• Ending workplace sexual harassment: A resource for
small, medium and large employers, Australian Human
Rights Commission
• Stop gendered violence at work, We Are Union Women

Posters

• Equal Footing, Posters, VicHealth
• Act@Work, Women’s Health Grampians
• Unconscious Bias, Queensland Government
• Sexual Harassment: Know Where the Line Is, Australian
Human Rights Commission
• Make the Link – Women’s Health Grampians

Links to relevant
articles

• The business case for gender equality, Workplace Gender
Equality Agency
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