Gender Equality Audit 2

Results 2021

The data in this document was current as at the
Gender Equality Commissioner’s required census
date of 30 June 2021.
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Our next audit is due by 30 June 2025, at which point
we will update this document.

Workforce composition and segregation

The RCH has a predominantly female workforce.
79% of our workforce were women. The highest
proportion of women (91%) work in Nursing and
Quality Improvement, followed by People and
Culture (86%).

The lowest proportion of women were in Corporate
and Finance roles (56%), Communications (63%)
and Surgery (67%).

The highest proportion of Gender X* was 1% in both
Surgery and Medicine compared to 0.2% across the
whole of the RCH.

55% of the RCH Board of Directors were women.

Our diversity

Gender diversity

Non gender diverse (90%)
@ Prefer not to say (9.8%)

@ Trans, non-binary or
gender diverse (0.2%)

@ Bisexual (3%)

Sexual identity

Heterosexual (79%)
@ Prefer not to say (13%)

40% of the Executive team were women.

62% of all men at the RCH were in roles within
1-3 levels of the CEO.

60% of all women were in roles within 4—6
levels from the CEO.

51% of Heads of Department were women.

In senior roles there were no staff who indicated they
were non-binary or gender diverse.

*Gender X refers to any person who does not exclusively identify
as either male or female or prefers not to say.

Caring responsibilites

Yes (58%)
@® No (42%)

® Gay or lesbian (3%)

@ Other gender diversity (1%)

First Nations

With Disability Multiculturalism

s

Non-Indigenous (93%)
@ Prefer not to say (6%)
@ First Nations (0.4%)
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Without disability (88%)
@ Prefer not to say (8%)
@ With disability (4%)

Born in Australia (68%)
@ Prefer not to say (11%)
@ Not born in Australia (21%)




Cultural safety

Experience of working at the RCH

More positive Not as positive

Born overseas Aboriginal and Torres Strait Islander
« Living with disability « Gender diverse « LGBTIQA+

Sexual harassment
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The most common inappropriate behaviours were
intrusive questions or comments, and sexually suggestive comments or jokes

Some staff were more (or less) likely to experience sexual harassment

0% 7% 9% 6% 8%

First Nations People with disability Gay or lesbian Casual Aged below 25 years

Of the 124 people who did not report, the most common reasons for
not submitting a formal complaint were

I didn’t think I didn’t think it | believed there would be
it was serious would make negative consequences
enough a difference for my reputation
72 people 47 people 31 people

Most common coping strategies

Pretended it didn't bother me
Tried to laugh it off or forget about it
Avoided the person

Told a colleague

Told the person the behaviour was not okay

The data in this document was current at the Gender Equality Commissioner’s required census date of 30 June 2021




Workplace adjustments

23%
o

of People Matter Survey 2021 respondents (2,547 RCH team
members) indicated they had requested workplace adjustments

B

73% 21% 10%

requested workplace requested physical requested support for

flexibility workplace modifications career development
Reasons for requests
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36% 33% 27% 21% 9% 3%

Work-life Health Family Caring Study Disability
balance responsibilities responsibilities commitments

Workplace flexibility

The most common flexible work arrangements used at RCH were:
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30% 28% 20% 17%

Part-time Shift swap Remote working Flexible start and
finish times
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11% 9% 7% 3%

Using leave Compressed hours Study leave Job sharing

to work flexibly

The data in this document was current at the Gender Equality Commissioner’s required census date of 30 June 2021




Does our culture support diversity?

Proportion of people who believe these attributes are barriers to success at the RCH

Using flexible work arrangements
Having family responsibilites
Having caring responsibilities
Age

Gender

Disability

Cultural background

First Nations

Sexual orientation

60% 64% 71%

agree that the RCH has a positive agree that the RCH has a positive agree that they have the level
culture towards flexible work culture towards caring responsibilites  of work flexibility they needed

Leave and flexibility
Confidence that requesting flexible leave would be considered

a 67% 66% n 73%

women LGBTQIA+ men

Our culture Caring . Takingfamily =~ Flexible work
supports caring responsibilities are violence leave arrangements are
responsibilities not a barrier to would be supported not a barrier to

success at the RCH success

76% 57% 75% 55%

81% 81% 80% 62%

)
M
O 57% | 53% | 70% | 49%

Note: People Matter Survey results are only ever available where there are results for groups of 10 or more. There were insufficient
respondents identifying as Gender X to provide their responses in this infographic. Instead we have provided the data for the LGBTQIA+
community at the RCH who responded to the People Matter Survey.

The data in this document was current at the Gender Equality Commissioner’s required census date of 30 June 2021




Our action plan for gender and intersectional equality

In 2021, the RCH consulted with employees from This activity evaluated the state of equality across
a range of diverse groups via: the RCH and resulted in rigorous audit outcomes.

o 22 focus groups This audit process was conducted by an independent
third party, endorsed by the RCH Executive Team, and
then ratified by the Commissioner for Gender Equality
¢ atargeted feedback survey. in the Public Service.

e 6 interviews

Action pillars

Data Policies
guidelines and Training Recruitment
workplaces

Working
conditions

Keeping
gender ' .
equality, Gender Intersectional Ff{)gﬁ(le pfsglzr':ggc

diversity and balance diversity g
inclusion on arrangements behaviour

the agenda

Exploration

Consultation

DI&B Reference Group « Union Representatives  Executive Team
First Nations staff « LGBTIQA+ staff and community « Health and Safety representatives
Peer Support Network « Operations Directors « HR Advisors

Our 24 key Gender Equality actions

The RCH has now
committed to 24 key

actions as part of the RCH Gender Equality Action Plan 2022-25
Gender Equality Action Plan.

The aim is to ensure a
diverse workforce, fair

pay, improved flexible
working opportunities, and
increased psychological
safety for all employees
regardless of their identity
and background.

Ongoing

Ongoing

Provide training & Ongoing Complete
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our Diversity Calendar

‘The Gender Equality Act 2020 (Vic) came into operation on 31 March 2021 and requires all Victorian Public 9 Plan (GEAP).

The data in this document was current at the Gender Equality Commissioner’s required census date of 30 June 2021




