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Acknowledgement of Country 
Women’s Health in the South East acknowledges Aboriginal and Torres Strait Islander peoples as 
Australia’s First Peoples and the Traditional Custodians of the lands, waterways and skies where we live, 
work and play. We celebrate that this is the oldest continuous living culture in the world, and that 
sovereignty was never ceded. This always was, and always will be, Aboriginal land.  

Who is WHISE? 
Women’s Health in the South East (WHISE) is the regional women’s health service for the Southern 
Metropolitan Region. WHISE is a not-for-profit organisation that focuses on empowering women. 

We work to improve the health and wellbeing of women in our region by providing health information and 
education to governments, organisations, education providers, and community groups.  

Our team of health promotion professionals work to promote gender equality, sexual and reproductive 
health, mental health and wellbeing and the prevention of violence against women.
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Executive summary 
This report presents the findings from staff consultations undertaken to inform the development of Glen 
Eira City Council’s (Glen Eira) second Gender Equality Action Plan (GEAP) (2026–2030). The 
consultations were conducted in response to obligations under the Victorian Gender Equality Act 2020 
and form a key component of Glen Eira’s GEAP development process. 

Eight consultation sessions were delivered across six cohorts, including targeted groups (neurokin, 
multicultural, under 25, governance, and Health and Safety Committee) and open staff sessions. In total, 
86 staff and nine councillors contributed qualitative insights into workplace culture, leadership, 
opportunity, safety, inclusion, and governance. An additional three staff members provided feedback 
either in writing or through a one-to-one meeting. Anonymous contributions were supported through email 
and Slido, alongside facilitated group discussion. 

Key strengths identified 

Across consultation groups, staff acknowledged meaningful progress in several areas: 

• Women’s leadership and representation: Participants widely recognised improved visibility of 
women in senior roles and described this as significant and motivating. 

• Flexible work practices: Flexible arrangements, including working from home and part-time 
options, were consistently identified as a cultural strength and an important enabler of gender 
equality. 

• Visible LGBTQIA+ inclusion: Pride initiatives, pronoun badges, and visible inclusion markers 
were viewed positively and contributed to a sense of belonging for many staff. 

These findings indicate that the first GEAP has contributed to visible cultural and structural improvements. 
Staff recognised progress and expressed pride in aspects of Glen Eira’s journey to achieving gender 
equality. 

Persistent and emerging challenges 

While progress was acknowledged, consultations revealed enduring structural and cultural barriers: 

• Sexual harassment and gendered power dynamics: Concerns were raised about prevalence, 
underreporting, inconsistent accountability, and the effectiveness of training. Newer younger and 
frontline staff were identified as particularly vulnerable. 

• Unequal access to opportunity: Participants described informal gatekeeping in higher duties, 
secondments, and recruitment processes, with concerns about transparency and favouritism. 

• Occupational segregation and pay equity: Gendered clustering of roles continues to shape pay, 
status, and progression pathways. Specific concerns were raised about banding and 
remuneration in certain teams. 

• Leadership variability: Experiences of inclusion, flexibility, and psychological safety were 
reported as highly dependent on individual managers, indicating uneven embedding of gender 
equality principles. 
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• Gap between policy and practice: Staff described a disconnect between organisational 
commitments and lived experience, particularly in communication, reporting clarity, and 
operational consistency. 

• Inclusion and psychological safety: Need for more structured workplace adjustment processes, 
clearer leave provisions aligned with cultural and religious practices, and stronger everyday 
inclusion beyond one-off training. 

• Parental leave inequities: Disparities in primary and secondary carer leave were seen as 
reinforcing gendered caregiving norms and affecting career progression. 

Governance consultation insights 

The councillor consultation highlighted structural and financial barriers to serving in governance roles, 
particularly for mid-career professionals and carers. While gender and cultural diversity have improved, 
some felt that socio-economic and disability representation remain areas for attention. Participants 
emphasised the importance of visibility, respectful political culture, and proactive encouragement of 
diverse candidates. 

Opportunities for the second GEAP 

The consultations demonstrate that Glen Eira has established a strong foundation in gender equality, 
particularly in representation and flexible work. However, staff feedback indicates that the next GEAP 
must move beyond visibility and policy frameworks to focus on: 

• Strengthening accountability and prevention in relation to sexual harassment and gendered power 
• Embedding consistent leadership capability across departments 
• Addressing structural barriers to progression, including higher duties and recruitment processes 
• Integrating inclusion into everyday systems, not only events or training modules 
• Ensuring flexibility and parental leave provisions align with contemporary expectations of equity 
• Bridging the gap between policy intent and operational practice 

The second GEAP therefore presents an opportunity to consolidate gains while addressing systemic and 
cultural conditions that continue to shape unequal experiences across the workforce. 

Overall, staff consultations reflected a workforce that is engaged, thoughtful, and committed to 
strengthening gender equality. Participants expressed both pride in progress and a clear expectation that 
the next phase of action will deepen structural change, accountability, and inclusive leadership. 
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1. Background and context 
On 31 March 2021, the Victorian Gender Equality Act 2020 (the Act) came into effect. The Act requires all 
defined entities, which includes Glen Eira City Council (Glen Eira), to take positive action towards 
achieving workplace gender equality and to embed gender equality in their policies, programs, and 
services.  

The Act aims to drive systemic change and realise the vision that “All Victorians should live in a safe and 
equal society, have access to equal power, resources and opportunities, and are treated with dignity, 
respect and fairness.” 

Glen Eira City Council’s obligations under the Act 

As a defined entity, Glen Eira has a number of responsibilities under the Act. These include: 

• Undertaking regular Workplace Gender Audits; 
• Developing and submitting a Gender Equality Action Plan (GEAP) every four years; 
• Conducting Gender Impact Assessments for all new or reviewed policies, programs, and services 

that have a direct and significant public impact; 
• Publicly releasing its GEAP and de-identified audit data; and 
• Reporting on progress against the GEAP every two years. 

Glen Eira’s first GEAP was submitted in March 2022. This report supports the organisation’s development 
of its second GEAP for 2026-2030, which will be submitted in May 2026. 

Objectives of the Gender Equality Act 

The Act is designed to: 

• Promote, encourage, and facilitate gender equality and the advancement of women; 
• Identify and eliminate systemic causes of gender inequality in workplaces and service delivery; 
• Recognise the compounding effects of disadvantage or discrimination due to attributes such as 

Aboriginality, age, disability, ethnicity, gender identity, race, religion, sexual orientation, and 
others; 

• Address stigma, stereotypes, prejudice, and violence through structural change; 
• Enhance economic and social participation of people of all genders; and 
• Promote the right to equality as set out in the Charter of Human Rights and Responsibilities Act 

2006 and the Convention on the Elimination of All Forms of Discrimination Against Women 

To meet these objectives, the Act requires the Victorian public sector, local councils, and universities to 
take positive action, consider gender equality in their operations, and comply with oversight from the 
Commission for Gender Equality in the Public Sector (CGEPS). 

Purpose of this report 

This report addresses a key obligation under the Act: undertaking staff consultations to inform the 
development of Glen Eira’s second GEAP. 
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Women’s Health in the South East (WHISE) was commissioned to facilitate the staff consultations. 
WHISE and Glen Eira share a longstanding partnership, and the invitation to support this important 
process reflects the strength, trust and continuity of this relationship. 

This report presents an evaluation of data collected through seven formal consultations led by WHISE, 
and one consult led by Glen Eira.  

2. Consultation objectives 
Staff consultations were undertaken to inform the development of Glen Eira’s second GEAP. The specific 
objectives were to: 

• Gather staff perspectives on Glen Eira’s progress toward gender equality since the 
implementation of the first GEAP. 

• Understand staff experiences of workplace culture, inclusion, safety and fairness across different 
roles and work areas. 

• Identify perceived barriers to equitable opportunity for people of all genders, backgrounds and 
identities. 

• Explore which workplace policies, programs and initiatives have been most effective in supporting 
gender equality to date. 

• Identify opportunities for improvement and priority areas for action to strengthen gender equality 
outcomes under the second GEAP. 

• Ensure staff voices meaningfully inform future actions, accountabilities and implementation 
approaches. 

3. Methods 
3.1 Consultation design 

Each consultation commenced with a high-level summary of the Workplace Gender Audit findings 
delivered by a Glen Eira staff member. The consultation was then facilitated by two WHISE staff members, 
who guided the conversation using a structured discussion format informed by five core questions: 

1. What are your general impressions of the audit findings? 
2. How welcoming and inclusive do you feel our workplace is for people of all genders, backgrounds 

and identities? 
3. What workplace programs, policies or initiatives have supported equality at Glen Eira? 
4. Have you experienced or observed any barriers to fair opportunity for all genders, backgrounds 

and identities at work? 
5. What new initiatives or change would help Glen Eira to build a more equal workplace for all? 

These questions and the accompanying presentation were distributed to all participants prior to the 
workshops and were also available in printed format during the face-to-face sessions. Providing materials 
in multiple formats supported engagement across a range of learning styles.  
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Following each consultation session, staff were invited to complete a short evaluation survey to provide 
feedback on consultation process. Participants reported overwhelmingly positive perceptions of the 
sessions. Facilitators were consistently described as creating a safe, respectful and inclusive space 
where participants felt heard and able to contribute honestly. The use of small group discussions and 
multiple engagement methods — including anonymous participation via Slido — were highlighted as key 
strengths. The full evaluation findings are provided in Appendix A. 

3.2 Participants 

Participation in the staff consultation sessions was voluntary. Participants were informed that their 
feedback would be reported anonymously and confidentially. 

Eight staff consultations were conducted across six distinct cohorts to ensure a range of perspectives 
informed the development of the second GEAP. These cohorts were designed to capture both targeted 
lived-experience insights and broader workforce views. 

Five targeted consultations were held with staff from specific cohorts: 

• The Neurokin group, comprising neurodivergent staff, participated in an in-person session. 
• The Multicultural group, comprising staff from culturally and linguistically diverse backgrounds, 

participated in a hybrid session. 
• The under 26 group, comprising staff who were aged under 26 years, participated in an in-person 

session. 
• The Governance group, comprising councillors and Executive, participated in an in-person session 

and focused on the workplace gender audit findings for Workplace Gender Equality Indicator 2: 
the gender composition of the governing body. 

• The Health and Safety Committee group, comprising members of the Health and Safety 
Committee, participated in a hybrid session. This session was facilitated by the Glen Eira 
Diversity, Equity and Inclusion Advisor without WHISE present.  

Three open consultation session times were offered for all staff to ensure broad organisational input. Two 
of the sessions were delivered in-person and one online to maximise accessibility and participation. Each 
session ran for two hours. 

Across the consultation sessions, 86 staff and nine councillors participated. Women comprised 
approximately 70% of participants, indicating a small over-representation relative to the overall share of 
women in Glen Eira’s workforce (60%). Table 1 illustrates the number of participants who attended each 
session. Additional feedback was received via email from staff who were unable to attend a consultation 
session, as well as from those who wished to provide further reflections after participating or who wished 
to remain anonymous. 
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Table 1. Attendance by Consultation Group 

Consultation Date Consultation Group Delivery Mode Number of Attendees (n) 

3/12/2025 Neurokin  In-person 6 

3/12/2025 Multicultural  Hybrid 4 (3 in-person, 1 online) 

5/2/2026 Open – Caulfield Park 
Pavillion  

In-person 14 

10/2/2026 Open Online 10 

11/2/2026 Open – Bentleigh 
Library 

In-person 6 

11/2/2026 Under 26 In-person 15 

17/2/2026 Governance  In-person 16 (15 in-person, 1 online) 

19/2/2026 Health and Safety 
Committee* 

Hybrid 24 (22 in-person, 2 online) 

* Session facilitated by the Glen Eira Diversity, Equity and Inclusion Advisor. 

 

3.3 Data collection methods 

To support open and honest participation, Slido — an online platform enabling live questions and 
anonymous input — was used to collect written feedback in real time during each session. All five 
discussion questions were included as Slido polls, allowing participants to contribute responses without 
being identified. Providing an anonymous feedback mechanism was particularly important given the 
sensitive nature of the topics discussed, including experiences of discrimination, exclusion, and barriers 
to opportunity. Anonymity helped reduce perceived risk, power imbalances, and fear of reprisal, thereby 
enabling more candid and inclusive input from participants. 

Alongside the anonymous Slido responses, facilitators encouraged verbal discussion to deepen 
understanding of key issues raised. Observational notes were taken during each session to capture 
contextual insights, group dynamics, and themes emerging from discussion. These observations were 
used to supplement, but not replace, participant-provided feedback in the analysis. 

Feedback was also received via email from participants who were unable to attend a consultation 
session. 

4. Thematic findings from the staff consultation 
sessions 
Across the consultations, participants described Glen Eira as having made meaningful and visible 
progress in gender equality, particularly in leadership representation and flexible work. At the same time, 
consultations revealed enduring structural barriers that shape how equality, or rather inequality, is 
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experienced in practice; particularly in relation to caring responsibilities, sexual harassment, access to 
opportunities for progression, and inconsistent leadership culture. 

Importantly, many of the themes that emerged were not isolated to one group. Rather, they surfaced 
repeatedly across consultation cohorts, suggesting systemic rather than individual issues. 

This section summarises the findings from the staff consultation sessions. Corresponding 
recommendations are presented at the conclusion of this report. 

4.1 What is working well 
4.1.1 Visible progress in women’s leadership and representation 

Across consultation groups, participants acknowledged improvement in women’s representation in 
leadership roles. Participants commented: 

• “Good to see more than half of women in leadership roles.” 
• “Impressed by female representation in leadership roles.” 
• “I first expected a large gap in career opportunities, but I was surprised how balanced it was.” 

Participants recognised the “small wins” and acknowledged that “we’re moving in the right direction.” The 
presence of a female CEO, Mayor and Directors were cited as meaningful, with one participant reflecting 
on “a fantastic range of female role models.” 

These comments suggest that the visibility of women in senior roles matters, particularly to newer staff 
who may not have experienced previous organisational contexts. 

However, this recognition was accompanied by more nuanced reflection. Some staff noted that while 
women comprise approximately 60% of the workforce, senior leadership representation remains slightly 
lower: “With women in senior leadership at 54% vs female employees at 60% there is still a way to go.” 

Across groups, there was an implicit distinction between representation and equity of experience. While 
leadership visibility was widely viewed as positive, participants questioned how opportunities such as 
secondments and higher duties are distributed. This suggests that representation gains are recognised, 
but staff are attentive to the deeper structural conditions shaping progression. 

4.1.2 Flexible work as a cultural strength 

Flexible working arrangements were consistently described as one of Glen Eira’s strongest enablers of 
gender equality. Across the consultation groups, participants reflected positively on: 

• Working from home 
• Part-time arrangements 
• Ability to choose working days 

One participant noted, “After being in corporate roles previously, the support for parent/carer roles at 
GECC has been notably better.” Another stated, “Work from home has been an amazing shift… Being able 
to attend the school concerts, assemblies etc.” 

These reflections indicate a meaningful workplace cultural shift beyond compliance where flexibility is 
normalised. 
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However, discussions also revealed a more complex dynamic beneath this acceptance. While formal 
barriers to working from home appear limited, some participants described hesitance in accessing 
flexibility due to concerns about perception and visibility, particularly among leaders. For instance: “[I] am 
reluctant to request work from home… don’t want to give perception that I am not there for people [as a 
leader]… so often prefer to work from home, but go in to be seen.” 

Some leaders in particular described tension between modelling flexibility and maintaining visible 
availability for their teams. As one participant explained: “Don’t see a barrier with my director, but hate 
feeling like if I wasn’t around, it would impact on my direct reports.” 

These reflections suggest that while flexible working is formally accepted, a visibility culture may persist in 
certain areas. Being physically present can still be associated with commitment, accessibility or 
productivity. This dynamic may create subtle reluctance to fully utilise flexibility, even where it is 
permitted. 

Across consultations, participants also described subtle career penalties associated with caring 
responsibilities and part-time work. Staff reported being overlooked for higher duties or development 
opportunities: 

• “People without caring responsibilities/willing to work full-time are prioritised for leadership.”  
• “If you want flex due to kids you’re bumped down.” 
• “Parental leave should not affect any staff in any area of the organisation.” 

Meetings scheduled during school pick-up times and assumptions about availability reinforced the 
perception that full-time presence remains the implicit norm for progression. Participants also raised 
concerns about narrow definitions of carers leave and religious leave. As one participant said, “We need 
broader definitions of who is family for carers leave” to enable staff to provide care for extended family 
members, friends, and other people in their lives.  

Taken together, the data suggests that flexibility is culturally valued and operationally accessible, yet not 
fully embedded within progression and performance norms. While policy and general acceptance support 
flexible work, perceptions around visibility, leadership presence and availability may still shape how 
confidently staff access these arrangements. The structural design of leadership pathways may therefore 
continue to privilege uninterrupted, full-time presence, even within a culture that formally supports 
flexibility. 

4.1.3 Visible LGBTQIA+ inclusion 

Visible lesbian, gay, bisexual, transgender, queer/questioning, intersex, asexual/aromantic, plus other 
diverse identities (LGBTQIA+) inclusion initiatives were widely recognised. Examples included: 

• Rainbow lanyards 
• Pronoun badges 
• Pride events 
• IDAHOBIT activities 
• Council participating in the Midsumma Pride March 

For some participants, these visible markers were strongly associated with feeling safe and supported: 
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• “Extremely welcoming. A large number of events which celebrate people of all background, 
identities and genders.” 

• “I liked the summer Pride event, enjoy the pronoun pins.” 

However, some also raised concerns about Glen Eira’s ongoing commitment. For instance: “With the 
Pride event, it’s great to see it and make it happen, but then after it, you never hear anything.” 

This suggests that symbolic visibility is meaningful but not sufficient. Staff appear increasingly attentive to 
whether inclusion is embedded consistently across everyday practices and systems rather than 
concentrated around events.  

4.2 Sexual harassment and gendered power 

Sexual harassment was one of the most consistently discussed issues across all consultation groups. 
Participants expressed concern about the prevalence data, however in some cases, participants felt that 
figures may underrepresent actual experiences. For instance, one participant recognised, “I think the 
sexual harassment is higher than the report suggests.”  

Some participants acknowledged the improved reporting culture at Glen Eira and questioned whether this 
contributed to the rise in reported sexual harassment incidents: 

• “Reporting culture has improved.” 
“[It] may relate to greater reporting.” 

However, not all participants felt confident to report experiences of sexual harassment. Hesitation was 
linked to uncertainty about organisational response, fear of consequences, and a lack of clarity around 
reporting thresholds: 

• “We all talk about it but don’t report it.” 
• “I didn’t report and I’m glad I didn’t as now I have worked in HR, I see how they respond.” 
• “Particularly if new, you don't know what is worth reporting.” 

New employees were described as especially reluctant to raise concerns, with some suggesting that the 
desire to “fit in” can outweigh the confidence to report inappropriate behaviour. Participants noted that 
limited face-to-face contact with managers can make it difficult to build trusted relationships. For 
instance, one participant queried, “It is hard to build a relationship with your manager, as you hardly see 
them. Who then is the go-to person?” 

There was discussion that in some facilities, there could be value in having a nominated person 
responsible for proactive check-ins to reduce the burden on individuals to initiate reporting. 

It was agreed that there was “still work to be done.” Participants expressed unease about accountability 
and consequences. Several described instances where individuals subject to complaints of sexual 
harassment were promoted or remained in roles of authority. The following quotes come from the under 
26 and open staff consultations: 

• “They were experiencing discomfort from a colleague…then he got promoted to a supervisor role.” 
• “I have seen sexual harassment and been a victim of it in [one Glen Eira setting]. The person is still 

there and other people have this experience too. We all talk about it but don’t report it.” 
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Participants from the under 26 consultation also described gendered treatment by customers and 
colleagues:  

• “Once I had a male member speak down to me and could tell he wouldn’t talk to me that way if I 
was male.” 

• “Boys get treated differently.” 

Concerns were also raised about the effectiveness of current training approaches. Online modules were 
described as overly general and not reflective of the specific operational contexts in which harassment 
occurs. Participants noted that employees often click through online training without meaningful 
engagement or retention. In contrast, in-person training sessions were viewed as more impactful and 
practical as they offer opportunities to discuss real scenarios and collaborate. There were calls for 
refresher training and more tailored approaches that address the types of interactions experienced in 
different facilities and frontline settings. For instance, “I feel like there may need to be some more 
trainings/programs around sexual harassment and things like that.”  

The pattern across groups suggests increasing awareness and mixed willingness to report, but ongoing 
uncertainty about organisational response and systemic prevention. Harassment was often framed not 
only as inappropriate behaviour, but as linked to power, promotion and organisational culture. 

4.3 Unequal access to opportunity and informal gatekeeping 

Across consultation groups, participants described concerns about: 

• Higher duties not being transparently advertised 
• Favouritism and “who you know” culture 
• Promotions based on personality preferences 
• Male-dominated hiring patterns 
• Unpaid training requirements 
• Gendered differential treatment in performance recognition 
• Inconsistent application of secondment processes 

A recurring perception was that information networks and managerial discretion shape opportunity: 

• “In house promotion, it’s not what you know it’s who you know.” 
• “Some leaders have favourites they give development opportunities to.” 
• “If [you are] not a coordinator or above, you are not on the leadership radar.” 

However, it should also be noted that in some consultation sessions, participants’ body language 
suggested they were impressed with the 2025 increase in women receiving higher duties and promotions, 
representing a marked improvement compared with previous audits and trends across the sector. 

Some participants observed gendered patterns in recruitment: 

• “I noticed when I went for a new department… only men were hired.” 
• “A lot of hires where they are only boys or one girl.” 
• “I didn’t get an interview even having the exact same experience as the men… only men were 

hired.”  
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The lack of cultural diversity, particularly in senior-level positions, was also mentioned and uneven access 
to professional development opportunities: 

• “The Exec Team are all of European background. And most managers are as well.” 
• “Various intersectionality should be considered while recruiting.”   
• “By virtue of religious observance, some opportunities may not be available.” 

Participants in the neurokin consultation raised the impact of informal expectations about personality:  

• “Favoured personality types count more than quality of work.” 
• “Not fitting the typical aspiring leader mould.” 

Across groups, the concern was less about formal policy and more about perceived informal gatekeeping. 
The data suggests that staff experience advancement pathways as uneven and, at times, opaque. 

4.4 Occupational segregation and pay equity 

Occupational segregation was identified by participants across all consultation groups. Participants 
described, for instance, male-dominated teams in parks and machinery roles and female-dominated 
teams in care, customer service and libraries. These patterns were often linked to pay and status. It was 
suggested that recruitment practices may not be keeping pace with shifts in workforce capability or 
interest. 

• “Look at recruitment more closely from a whole to work on gender equality and other diverse 
groups.” 

• “[We need to be] thinking differently how we recruit for roles…address the segregation.” 
• “Lots of layers and barriers for women and gender diverse people, walking into a male-dominated 

environment...it is not a flexible workplace.” 

Participants raised concerns about workplace conditions that may undermine the retention of women in 
certain roles, particularly in traditionally male-dominated areas. Access to appropriate facilities was 
identified as a key issue:  

• “Six years ago, no female toilets at parks. Come a long way, but more work to do. Lack of facilities 
on-site in Parks.”  

• “Sometimes we have to drive 15 minutes to find a clean toilet. We are forced to use the public 
toilets which are so dirty and unhygienic. If the toilets were in that condition in Town Hall, it would 
be unacceptable.” 

While some progress has been made, ongoing gaps in basic infrastructure signal structural barriers that 
can make workplaces less safe and inclusive, potentially contributing to attrition by reinforcing that these 
roles were not designed with women in mind. 

Participants across the groups raised a significant concern around pay inequity, noting that customer 
service and other female-heavy areas tend to be lower paid: 

• “[We are] paid a full band below what we are supposed to be paid.” 
• “Banding needs to be fixed as some people not on right band.” 
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• “Glen Eira does not have pay equality.” 
• “Senior officer pay is not transparent. How can we say it’s fair for all genders?” 

As mentioned above, participants observed that executive leadership appears predominantly European 
background.  

Concerns were also raised about the structure and appeal of higher duties roles. Participants noted that 
higher duties can involve taking on double the workload (i.e. two roles) for minimal additional pay, making 
them unappealing or impossible for part-time employees and those with out of work commitments such 
as parenting or caring. In some cases, employees stepping into higher duties had unsuitable backfill who 
were unable to work independently, which was problematic and unsustainable. Part-time employees 
stepping up reported that they were still expected to deliver a full-time workload, creating 
disproportionate pressure. These structural arrangements were seen as deterrents to participation and 
potential contributors to inequitable progression. 

Participants from the neurokin consultation raised the absence of neurodivergent representation and 
reasonable adjustment processes. Rigid systems and limited understanding of diverse working styles 
currently create barriers to fair opportunity: 

• “We need visible autistic leaders to offer us inspiration and greater safety and opportunity.”  
• “Absence of reasonable adjustment policy and processes.”  

These findings suggest that while overall workforce gender balance may appear strong at a high level, 
segregation within occupational clusters continues to shape pay, power and representation. 

4.5 Leadership variability and inconsistent culture 

Across all consultation groups, workplace culture was described as highly dependent on individual 
managers. Common sentiments included: 

• “Dependent on senior manager.” 
• “Some areas can be progressive and welcoming and others extremely backwards.” 
• “It should not be dependent on your manager.” 

This variability showed up as inconsistency in: 

• Access to flexible work arrangements 
• Psychological safety 
• Confidence to report incidents of sexual harassment or other negative behaviours 
• Support for carers 
• Inclusion of neurodivergent staff 
• Access to development opportunities 

While some participants described highly supportive teams and psychologically safe environments, 
others reported exclusion, rigidity and dismissive leadership. 

The data suggests that equality is unevenly embedded across the organisation, with managerial capability 
and discretion playing a significant role in shaping experiences at work. 
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4.6 Gap between policy and practice 

A strong cross-cutting theme was the perceived disconnect between policy/organisational commitments 
and experience. Examples included: 

• Staff outside Town Hall being unaware of the GEAP 
• Diversity and Inclusion Team restructure creating uncertainty 
• Systems (e.g. GECKO) difficult to navigate 
• Lack of clarity on the different roles and how they operate within Glen Eira 

Participants commented: 

• “Town Hall does a lot of ticking boxes that doesn’t reflect our reality.” 
• “It is pushed more on paper than in practice.” 
• “Hard to find information or if you do find it, it’s hard to understand.” 
• “We say we are an inclusive workplace and support and prioritise the LGBTQIA+ community yet 

no longer have a Diversity and Inclusion team.” 
• “Lack of clarity of positions… lack of access to the job descriptions of all staff; they have been 

removed from GECKO.” 

HR processes were described by some as rigid or difficult to navigate, and reporting pathways were not 
always seen as clear: 

• “[People and Culture] don’t seem to be doing things in our best interests, they are difficult and too 
rigid.” 

• “Processes are rigid and not streamlined.” 
• “[Need] information provided around what reporting processes look like, create a sense of 

predictability to know what they can expect, to know they’re being heard.”  

Taken together, these findings suggest that while policy infrastructure exists, its operational embedding 
and accessibility may vary significantly across departments. 

4.7 Inclusion and psychological safety 

Issues related to inadequate inclusion practices and psychological safety were raised across consultation 
groups, particularly the neurokin and multicultural consultations. Participants emphasised the need for 
clearer, more consistent organisational approaches to inclusion across identities, including 
neurodiversity, cultural background and religion.  

There was a call for a formalised reasonable adjustment policy and clearer processes for requesting 
workplace accommodations. Participants from the neurokin consultation described sensory challenges in 
open-plan environments and raised concerns about lighting, noise and workspace design. At the same 
time, participants from the multicultural consultation highlighted gaps in workplace infrastructure that do 
not align with religious observance, including the absence of designated prayer spaces and leave 
provisions that do not reflect non-Christian religious calendars. 

Participants from the neurokin consultation also described hesitation around disclosure, explaining that 
they carefully weigh how much to reveal about themselves. This balancing act reflects concerns about 
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stigma, career consequences, or being perceived differently. Inclusion was often described as dependent 
on individual managers rather than embedded organisational practice. 

Everyday interactions were cited as particularly influential in shaping psychological safety. Participants 
from the neurokin consultation described experiences of scrutiny or dismissive comments relating to 
fidget tools, sensory regulation strategies or movement. Comments included: 

• “People still joke about OCD at this workplace … Not something to joke about.”  
• “Attributes of ADHD/autism are still a bit of a joke to some.”  
• “I had a fidget I was playing with and I had a manager say to me, ‘What’s that? Is that a children’s 

toy?’ I felt humiliated. It was said in front of other people.” 

There was also reflection that while sexual harassment is discussed periodically, broader conversations 
about racism, sexism and other forms of discrimination are less visible. Participants referenced several 
existing initiatives, including:  

• “Jewish cultural immersion training (optional).” 
• “Aboriginal cultural training (optional).” 
• “LGBTQIA+ sessions.”  
• “Anti-discrimination induction (mandatory).”  
• “Disability training (optional).”  

While these were acknowledged, feedback suggests inclusion is often experienced as discrete training 
events rather than embedded practice. Participants would like these topics to extend beyond option 
training modules into regular team discussions and everyday workplace behaviours, indicating a need to 
move from compliance-based training toward sustained cultural integration. 

Participants from the multicultural consultation identified gaps in Glen Eira’s leave provisions that do not 
currently align with diverse religious and cultural practices, as well as the absence of designated prayer 
spaces. There were calls for: 

• “Religious holiday or hours, safe room for prayer.” 
• “Religious/cultural specific leave.” 
• “Prayer room.” 
• “Cultural day promotion/recognition/celebration.” 

These requests reflect a desire for structural recognition of diversity rather than reliance on informal 
accommodations. 

At the same time, participants acknowledged that exposure and education can meaningfully shift 
understanding. One staff member described participating in disability inclusion training delivered by a 
facilitator with lived experience who used a communication board, describing it as incredibly insightful and 
impactful. Participants were interested in further opportunities to engage directly with different 
communities through similar training. Others agreed that barriers are often invisible to those who do not 
experience them, and that educating people who are not part of a minority group is one of the most 
effective ways to build empathy, organisational competence and inclusion. 
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Taken together, this feedback indicates that while pockets of support and learning opportunities exist, 
inclusion and psychological safety remain uneven. Adjustment processes, cultural recognition, and 
everyday understanding vary significantly across teams. Organisational capability in this area appears to 
rely heavily on individual awareness and leadership approach, rather than consistently embedded 
systems and shared standards. 

4.8 Parental leave 

Across consultation groups, participants highlighted both the strengths and limitations of current parental 
leave provisions. While participants acknowledged that parental leave is generally accepted within the 
organisational culture, concerns were raised about how entitlements are structured and their implications 
for gender equality. 

Participants noted that parental leave arrangements continue to reflect traditional gendered patterns of 
care, with women more likely to take extended leave and access flexible work. This was seen as 
contributing to ongoing inequities in workforce participation and career progression. Participants 
emphasised that parental leave “should not affect any staff in any area of the organisation,” pointing to 
concerns about how leave intersects with opportunities for advancement. 

A key issue raised across groups was the disparity between primary and secondary carer leave. 
Participants highlighted that lower entitlements for secondary carers reinforce unequal caregiving roles 
and limit more equitable sharing of care: “Parental leave entitlements significantly differ between men and 
women / primary and secondary carers.” 

Relatedly, there was also a call to review the competitiveness of current provisions. Participants observed 
that secondary carer leave is comparatively low at Glen Eira, particularly when benchmarked against other 
sectors: “Parental leave provisions for secondary carer are low — other sectors have 12 weeks, not 4 
weeks per Glen Eira.” 

This prompted suggestions that benchmarking should extend beyond the local government sector, 
recognising that employees move across industries with differing standards: “We should benchmark 
outside of our sector, given that employees come to [this workplace] from different sectors.” 

In addition, participants reflected on how parental leave interacts with workplace culture and 
expectations, including assumptions about availability, leadership pathways, and part-time work. These 
dynamics suggest that even where policies exist, their design and implementation may continue to 
reinforce gendered divisions of care. 

Overall, the feedback indicates that while parental leave is culturally supported and widely utilised, its 
current structure may not fully align with contemporary expectations of gender equality. Addressing 
disparities in leave entitlements and their broader organisational impacts may be critical to supporting 
more equitable participation in both caregiving and career progression. 
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5. Thematic findings from the governance 
consultation 
This section presents the thematic findings from the councillor consultation, in which participants 
reflected on the workplace gender audit findings for the second Workplace Gender Equality Indicator 
(gender composition of the governing body) and ideas for the forthcoming period. 

The discussion explored how current gender representation, leadership pathways and civic participation 
align with principles of gender equality, and where structural or cultural barriers may persist. Across the 
consultation, several interconnected themes emerged, including structural and financial barriers to 
serving as a councillor, the impact of caring responsibilities and life stage constraints, representation and 
intersectionality, age-related confidence gaps, perceptions of political culture, and the importance of 
respect, safety and accountability in leadership. Participants also highlighted the role of visibility, 
encouragement and public reporting in sustaining diversity gains.  

Together, these reflections provide important context for the development of Glen Eira’s second GEAP, 
particularly in identifying how leadership accessibility, inclusion and cultural norms influence who is able 
to participate in civic decision-making and whose lived experiences are represented at the governance 
level. 

5.1 Barriers to serving as a councillor 

Participants discussed the structural inaccessibility of councillor roles, particularly for individuals in mid-
career stages and those with caring responsibilities. Participants described the role as financially 
prohibitive, high intensity, and difficult to reconcile with work and family commitments. 

• “[Many people would think] ‘I would love to do something like this, but I can’t afford to cut my 
salary by ¾ to do this.” 
“Councillors are mainly people of reasonable affluence.” 
“We are not representing those of lower socio-economic — there is a class barrier.” 

The role was described as “24/7” and “more than a volunteer role,” reinforcing perceptions of constant 
availability and high workload. Participants reflected that while the position may be feasible for retirees or 
early-career individuals, it is significantly more difficult for mid-career professionals, particularly those 
with financial commitments or caring responsibilities. 

• “Suitable for early career or for retirees, but getting mid-career professionals into the role is really 
difficult.” 
“I would have loved to do this mid-career but no way I would have.” 

Caring responsibilities were identified as a substantial barrier. Participants noted the time demands of the 
role make it challenging for parents of young children, carers of elderly relatives, and carers of children 
with disabilities to participate: 

• “Barriers of carers — whether it is older people caring for parents, or a parent with children with 
disabilities.” 

• “1/5th of our population are carers of children with disabilities.” 
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The framing of the role as “all consuming” was acknowledged as potentially deterring otherwise capable 
candidates: “If we talk about the role as all consuming and full time and 24/7 we are shooting ourselves in 
the foot.” 

Together, these reflections suggest that the structural design of the role, including remuneration levels, 
campaign costs, workload expectations and cultural narratives about availability, may unintentionally 
privilege individuals with financial security, fewer caring responsibilities, and greater flexibility. While 
diversity in representation has improved in some areas, participation remains constrained by life stage and 
caregiving factors. 

5.2 Representation, visibility and intersectionality 

Participants reflected positively on Glen Eira’s current gender diversity: 

• “We are actually a very diverse councillor group, and we have flipped that recently.” 
• “We have multicultural diversity which is fantastic.” 

However, there was acknowledgement by some that intersectional diversity, particularly disability and 
socio-economic diversity, requires further attention. As one participant noted, “We talked about 
intersectionality — more we can do in disability and cultural diversity space.” 

The phrase “You can’t be what you can’t see” captured the importance of visibility and representation. 
Participants emphasised maintaining and promoting diversity to inspire broader participation: “Ensuring 
that we maintain the visibility of the diversity — we are proud of our diversity.” 

However, there was also recognition that representation remains uneven. Councillors were described as 
predominantly affluent and not representative of lower socio-economic communities. For instance, one 
participant acknowledged, “We have not experienced homelessness.” 

This suggests that while gender and cultural diversity may be strong, diversity in socio-economic status 
and lived-experience remain underrepresented. 

5.3 Age as a barrier and confidence gap 

Age emerged as both a practical and perceptual barrier. The youngest councillor described their position 
as “not the norm,” and participants discussed assumptions about the capability of young people: 

• “There is a general view that age is a factor that makes people/community think young people are 
not appropriate or experienced enough.” 

• “Young people can be sidelined.” 

At the same time, young representatives were recognised as uniquely positioned to represent under-
voiced community segments: “Supporting young people to be Councillors is an important piece of that 
puzzle.” 

This theme reflects a confidence gap and legitimacy bias, where younger candidates face additional 
scrutiny or reduced credibility, despite their potential contributions. 
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5.4 Political culture and perceived toxicity 

Participants described politics as perceived as “a toxic environment,” potentially discouraging diverse 
candidates. However, some reflected positively on their current environment: 

• “I felt like I stepped into a highly professional environment with respectful people with dignity.” 
• “We are a group of really decent people.” 

There was recognition that broader political culture, divisiveness, and external hostility can deter 
engagement. The gap between internal culture and external perception may influence who is willing to 
serve as a councillor. 

5.5 Culture of respect, safety and accountability 

Participants discussed the importance of maintaining respectful debate and modelling appropriate 
behaviour. 

• “Governments’ rules and code of conduct give us the framework.” 
• “If councillors are behaving badly, you can see community reflect that.” 

Participants discussed the need for: 

• Clear misconduct policies 
• Confidential reporting mechanisms 
• Lower thresholds for intervention to reduce harm 
• Courageous conversations when behaviour is disrespectful 

Comments included: 

• “People need to understand how to make a complaint.” 
• “Can we have a lower threshold of when we need interventions to reduce harm.” 

The data suggests there was a recognition that leadership behaviour sets the tone for organisational and 
community culture. Safety and respect are seen as foundational to attracting diverse participation. 

5.6 Recruitment and encouragement  

Encouragement and informal sponsorship were described as critical in attracting diverse candidates. For 
instance, one participant commented, “I wouldn’t be here if another woman didn’t tap me on the shoulder 
and say she believed in me to do this role. Without the encouragement support and knowledge. This is the 
role of my life.” 

This reflects the importance of relational recruitment and active encouragement, particularly for women 
and underrepresented groups. The “tap her shoulder campaign” was cited as an example of proactive 
outreach. 
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6. Recommendations for the second GEAP 
In this section, staff recommendations have been collated and grouped into key themes. All 
recommendations raised during consultations have been captured for consideration. While these 
suggestions do not necessarily represent endorsed positions of WHISE, they have been included to ensure 
all voices are reflected in the consultation outcomes. 

In addition, WHISE has provided recommendations for consideration. These suggestions offer potential 
approaches for responding to staff feedback through an intersectional gender lens. They are not 
exhaustive or definitive, but rather ideas for Glen Eira to explore as it develops its next GEAP. All 
recommendations align with the requirements of the Gender Equality Act 2020 and correspond with the 
seven workplace gender equality indicators. 

When determining the actions to be included in the next GEAP, it is important to reflect on the successes 
and learnings identified in the first GEAP, as outlined in the progress report. Consider: 

• What worked well? 
• What did not work, and why? 
• What should we stop, start, or continue? 
• How can we build on our successes? 
• Which previous GEAP actions should be carried forward into the next plan? 

6.1 Recommendations from consultation participants 
6.1.1 Parental leave and carer support 

• Review parental leave provisions for secondary carers 
• Benchmark parental leave entitlements beyond the local government sector, particularly given 

that other sectors offer up to 12 weeks for secondary carers 
• Broaden definitions of carer leave to include extended family members, friends, and relatives 

overseas 
• Providing clearer education and training for managers and coordinators on Enterprise Agreement 

leave entitlements 

6.1.2 Flexible work and higher duties 

• Create clearer pathways for part-time employees to access higher duties and secondments 
• Review the structure of higher duties roles, particularly where part-time employees are expected 

to perform full-time workloads 
• Ensure appropriate backfill arrangements when staff step into higher duties 
• Improve transparency about whether roles are genuinely open to part-time or job-share 

arrangements 
• Formalise job-sharing arrangements, including at leadership levels 
• Regularly review flexibility rules to ensure they remain relevant across different operational areas 

6.1.3 Sexual harassment and reporting 

• Strengthen anonymous reporting options 

https://www.genderequalitycommission.vic.gov.au/workplace-gender-equality-indicators
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• Improve communication about reporting pathways and what happens after a report is made 
• Introduce clearer consequences where misconduct is substantiated 
• Ensure individuals subject to complaints are not promoted without appropriate resolution 
• Provide in-person, site-specific training rather than relying solely on online modules 
• Offer refresher training on sexual harassment and respectful behaviour 
• Establish nominated welfare or contact officers to support staff in raising concerns 
• Strengthen organisational expectations of respectful behaviour from customers and clients 
• Take additional steps to address harassment experienced by frontline and public-facing staff 

6.1.4 Cultural and faith-based inclusion 

• Provide designated prayer spaces 
• Introduce religious or cultural-specific leave provisions 
• Promote and recognise cultural celebration days 
• Continue and expand cultural immersion training 
• Ensure inclusion efforts extend beyond one-off events 

6.1.5 Neurodiversity and disability inclusion  

• Develop a formal reasonable adjustment policy 
• Clarify processes for requesting workplace accommodations 
• Address sensory considerations in workspace design 
• Provide clearer written communication and structured task scaffolding 
• Expand disability inclusion training, particularly training delivered by facilitators with lived 

experience 
• Provide organisation-wide education to normalise neurodivergent needs 

6.1.6 Recruitment, promotion and development  

• Introduce anonymised recruitment processes 
• Ensure recruitment panels are diverse and trained 
• Increase transparency in advertising higher duties opportunities 
• Ensure equitable access to professional development for part-time employees 
• Review qualification requirements to confirm they are genuinely necessary 
• Use internships or targeted pathways to support underrepresented groups 
• Strengthen encouragement and sponsorship, particularly for women and younger employees 

6.1.7 Communication and engagement 

• Increase promotion of existing initiatives and internal network groups 
• Provide regular updates on progress against the GEAP 
• Hold on-site sessions for frontline or field-based teams 
• Provide paid time for staff to complete surveys or attend sessions 
• Hold consultations more regularly 



 

 

23 
 

6.1.8 Physical and operational considerations 

• Ensure adequate and hygienic facilities, such as toilets, in field-based roles 
• Review name tag practices where they create safety concerns 
• Standardise risk management approaches for staff facing public harassment 
• Ensure training time is paid 

6.2 WHISE’s recommendations 
6.2.1 Strengthening and sustaining women’s leadership and representation 

Build on demonstrated progress in women’s leadership by actively showcasing diverse leadership 
pathways through storytelling and visibility initiatives. 

Enhance the collection and analysis of broader demographic data (e.g. culture, race, religion, 
neurodiversity) to better understand and promote diversity within leadership roles. 

Embed diversity into succession planning processes to ensure leadership pipelines are inclusive and 
reflective of the workforce and community. 

6.2.2 Enhancing flexible work as a cultural asset 

Build on the strong foundation of flexible work practices already embedded across the organisation by 
promoting practical examples of what flexible work looks like in different roles and departments. 

Develop case studies to showcase diverse approaches to flexibility and demonstrate how it can operate 
effectively across operational contexts. 

Identify teams where flexible work uptake is low to understand barriers and promote accessible pathways 
for staff who wish to utilise these arrangements. 

Ensure leadership commitment and consistency in offering and encouraging flexible work (where 
operationally feasible), so access is not dependent on individual managers but embedded as standard 
practice across departments.  

6.2.3 Strengthening visible and embedded LGBTQIA+ inclusion 

Continue delivering visible inclusion initiatives such as Pride events, symbolic markers (e.g. flags, 
lanyards), and targeted professional development to maintain strong organisational commitment to 
LGBTQIA+ inclusion. 

Explore the establishment of an internal LGBTQIA+ staff network, similar to existing neurokin and 
multicultural groups, to provide peer support and inform organisational practice. 

Utilise lived experience to inform the mainstreaming of LGBTQIA+ inclusion across systems, policies and 
everyday workplace practices, ensuring inclusion extends beyond event-based visibility. 

Consider pursuing external accreditation (e.g. Rainbow Tick) to formalise and benchmark inclusive 
practice. 

https://rainbowhealthaustralia.org.au/rainbow-tick
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6.2.4 Strengthening responses to sexual harassment and gendered power 

Continue the momentum from initial implementation of existing GEAP initiatives focused on the 
prevention of sexual harassment and promotion of respectful workplace behaviours. 

Follow up on consultation feedback relating to specific teams where incidents were reported as 
underreported or not taken seriously, with confidential information able to be provided separately. 

Follow-up on experiences raised during the under 26 consultation cohort, recognising that younger 
employees may be more vulnerable to sexual harassment and power imbalances, particularly in frontline 
and customer-facing roles. 

Review and strengthen internal awareness campaigns promoting the Prevention of Sexual Harassment 
Policy and expected workplace behaviours. Assess campaign reach and impact to identify gaps in 
engagement. 

Annual participation in the 16 Days of Activism campaign, alongside ongoing internal awareness initiatives 
led through Community Development. 

Review existing communication strategies to ensure employees clearly understand how to report sexual 
harassment and where to submit formal complaints. Consider the implementation of a confidential 
reporting mechanism to increase accessibility and trust. 

Continue to roll out training and development programs to build staff capability in responding to workplace 
sexual harassment, including bystander training. 

Recruit and train gender-based violence focal points across departments to provide accessible peer-
based support, recognising that colleagues are often the first point of contact for those experiencing 
violence or discrimination. 

6.2.5 Addressing unequal access to opportunity and informal gatekeeping 

Promote secondment and ‘acting’ opportunities transparently to all staff to ensure equitable access to 
development pathways. 

Review the end-to-end recruitment process to strengthen fairness and consistency, including ensuring 
recruitment panels reflect the diversity of the community. 

Remove identifying information such as photos and names from job applications to reduce potential bias 
in shortlisting processes. 

Provide unconscious bias training for People and Culture staff and others with responsibility for 
recruitment and promotion decisions. 

6.2.6 Addressing occupational segregation and pay equity 

Explore targeted and creative recruitment strategies to attract a more diverse applicant pool, including 
targeting industry and training bodies (e.g. women in trades networks, TAFEs). 

Review position descriptions to distinguish between essential requirements and skills that can be 
developed on the job, reducing unnecessary barriers to entry. 
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Undertake a review of current Libraries team position descriptions, banding and remuneration, including 
benchmarking against comparable roles across the sector. 

6.2.7 Strengthening leadership consistency and workplace culture 

Embed discussion of flexible work arrangements within annual performance and development planning 
processes to normalise and proactively consider flexibility across teams. 

Standardise leadership training and coaching programs to build capability and confidence in inclusive and 
intersectional practice. 

Review staff leave policies to ensure equitable application, and avoid unnecessary distress or financial 
burden (e.g. requirements for medical certificates for chronic illness flare-ups). 

Ensure bullying and harassment training is included in staff induction processes and implemented as an 
annual refresher for all employees. 

6.2.8 Closing the gap between policy and practice 

Review the Sexual Harassment Policy and associated guidelines to ensure reporting processes are clear, 
accessible and well understood by staff. 

Review current reporting pathways and designated contact roles to ensure employees know who to 
approach, what support is available, and how complaints are managed. 

6.2.9 Strengthening inclusion and psychological safety 

Develop and promote an annual calendar of cultural observation days and events that reflects the 
diversity of the workforce and community. 

Provide flexible leave options that recognise cultural and religious commitments and responsibilities. 

Review leave policies to ensure equitable access for staff requiring leave to support family members, 
whether located within Australia or internationally. 

Embed equity-focused questions within staff exit interviews to better understand employees’ lived 
experiences and identify systemic issues. 

Explore practical solutions to ensure equitable access to whole-of-organisation communications, 
including for staff without individual computer access. 

Implement targeted initiatives to promote and strengthen a safe and inclusive workplace culture. 

Identify departments that are effectively challenging gender stereotypes and build on internal capability to 
support broader organisational change. 

Act promptly and appropriately to address specific team-based or individual concerns raised during the 
consultations, particularly where issues of misconduct or risks to psychological safety have been 
identified.  
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6.2.10 Improving parental leave provisions 

Review the parental leave policy and entitlements, including removing terminology such as “Parent One” 
and “Parent Two” to avoid assumptions about family structures and promote shared parenting. 

Review the number of weeks allocated to secondary carers to support greater equity in caregiving 
responsibilities. 

Continue to normalise and actively encourage uptake of parental leave and carers leave by men. 

6.2.11 Increasing governance and councillor diversity 

Implement a targeted “Tap on the Shoulder” campaign to encourage diverse community members to 
consider standing for Council. 

Showcase the diversity of current councillors through storytelling initiatives that highlight varied pathways 
into governance, dispel misconceptions about political environments, and enable community members to 
see themselves reflected in leadership. 

Provide ongoing professional development for councillors to ensure awareness of best practice in areas 
such as reporting obligations, child protection, sexual harassment prevention, managing resistance, and 
active bystander intervention. 
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Appendix A 
Evaluation of the Consultation Process 

This section presents the evaluation findings relating to the process used to conduct the staff 
consultations for the development of the second Gender Equality Action Plan (GEAP). Following each 
session, participants were invited to complete a short survey to provide feedback on their experience of 
the consultation. The findings are outlined below.  

Who completed the survey? 

The survey was completed by 40 participants across the neurokin, multicultural, open, and under 25 
consultation groups (see Table 2). Members of the governance group were not invited to complete the 
survey. 

 

Table 2. Survey Response Rate by Consultation Group 

Consultation Group Survey Responses (n) 

Neurokin  4 

Multicultural  4 

Open  21 

Under 25  11 

Governance  0 

 

Participant perceptions of facilitation 

All participants reported that the consultation met their expectations. Furthermore, they overwhelmingly 
reported that the facilitators created a safe and supportive environment in which they felt able to share 
their views and feel heard. Responses were almost unanimously positive, with many participants offering 
strong affirmations such as “Absolutely,” “100%,” and “Yes. Very much so.” Several described the space 
as “positive and supportive,” “very relaxed and respectful,” and “incredibly open with a lot of breathing 
room for the group to contribute.” One participant reflected that they “felt I could be honest and wasn’t 
judged,” suggesting that psychological safety was successfully established. 

A recurring theme was the effectiveness of small group discussions in fostering participation. Participants 
noted that breaking into smaller groups “gave the opportunity to be heard and share personal 
experiences,” and that this structure enabled broader engagement. One participant commented that “the 
smaller groups also helped,” although they would have liked more opportunity to hear other groups’ 
perspectives in case “anything they said reminded me of another issue or point.”  
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Facilitator engagement and session structure were also positively noted. Participants described 
facilitators as “very engaging to all participants,” and appreciated the balance between openness and 
direction, with one noting the sessions provided “a lot of breathing room… whilst also providing direction 
and structure.”  

The only notable limitation raised related to online participation. One participant reported that they had 
connectivity issues made it “difficult to verbally contribute,” although they also noted that “Slido was 
great,” highlighting the value of multiple participation channels to support inclusion in hybrid or online 
settings. 

Overall, the feedback suggests that facilitation was a clear strength of the consultation process. 
Participants consistently experienced the sessions as respectful, inclusive and well-structured. 

Process strengths and areas for improvement 

Participants largely reflected positively on the consultation process, with many indicating that no changes 
were required. Comments such as “Nothing it was great!!”, “They were perfect”, and “Very happy with 
process” suggest high overall satisfaction. Several described the session as “very well organised” and 
“exceeded expectations,” while one participant noted the respectful facilitation and time management, 
describing it as “welcoming, options for engagement, comfortable room, respectful acknowledgment of 
all input and also very gently moving on to keep to time (bravo).” This indicates that the process was 
widely experienced as inclusive, structured and professionally delivered. 

Despite this strong endorsement, a number of constructive suggestions emerged. A consistent theme was 
the value of small group discussions. Participants reported that breakout groups increased confidence 
and enabled more personal sharing: “I liked the small group discussions, it gave me the confidence to 
speak up about my own experiences which was intimidating in a big group setting.” Others called for 
“more small group discussion” and “more group interaction,” suggesting that collaborative dialogue was a 
key strength worth expanding. At the same time, there was interest in greater cross-group learning, with 
one participant noting they “would have liked to hear the other groups’ points just in case anything they 
said [something that] reminded me of another issue or point.” This highlights a desire to balance smaller 
group discussion with broader perspective-sharing across the room. 

Time allocation also emerged as an area for potential strengthening. Several participants requested “more 
time to collaborate with others and chat these ideas through,” “more time on ideas for future,” and clearer 
“time indication.” This suggests that participants were engaged and keen to explore ideas in greater depth. 
Relatedly, some expressed interest in holding sessions more regularly indicating appetite for ongoing 
dialogue rather than one-off consultation. 

Accessibility and inclusion considerations were also raised. Participants appreciated having “multiple 
means of engagement,” including anonymous options, with one noting they “loved the opportunity to 
share feedback anonymously.” It was suggested to add a clear confidentiality statement to reinforce 
safety. One participant highlighted the importance of running sessions “in paid work time for all,” 
reinforcing the need for equitable participation opportunities across roles and locations. There was also a 
call for “more male representation,” reflecting interest in encouraging diverse perspectives in future 
sessions. 
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Overall, the data suggests that the consultation process was experienced as highly effective and inclusive, 
with refinements focused primarily on deepening engagement, extending time for discussion, increasing 
accessibility, and strengthening cross-group interaction. The feedback reflects strong participant 
investment in the process and a desire to build on its strengths rather than fundamentally redesign it. 

Additional feedback 

The additional feedback was overwhelmingly positive and centred on the tone, facilitation and value of the 
session. Participants described the consultation as a “great session” and an “excellent” and “positive 
experience.” Several highlighted the importance of creating a safe and supportive space, with one 
participant reflecting, “So nice to spend time with the WHISE team, felt like a good chat that we all needed 
to get off our chest — fully enabled by the lovely environment and safe vibes you give.” This suggests that 
beyond formal consultation, the session functioned as a meaningful opportunity for reflection and shared 
dialogue. 

Participants also appreciated the structure of the session, particularly the sequencing of information and 
discussion. One noted the value of “hearing data, unpacking barriers then sharing ideas,” indicating that 
the process supported understanding and constructive contribution. Others valued the diversity of voices 
in the room, describing it as a “great session, diverse group of participants” and noting it was “good to see 
a good cross section of GE employees represented.” The opportunity to contribute anonymously via Slido 
was again positively referenced, reinforcing its importance as an inclusive engagement tool. 

A small number of comments pointed toward future orientation rather than critique. One participant 
observed that the session “seemed to be limited in its content” and wondered “what else we will do?”, 
while another noted there were “lots of opportunities to continue.” Similarly, “Looking forward to seeing it 
progress” suggests interest in ongoing action and follow-through. 

Overall, the additional feedback reinforces earlier findings: participants experienced the consultation as 
respectful, inclusive and well-structured, and there is appetite for continued engagement and visible 
progression of the work. 


