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Executive Summary  
WHISE welcomes the Skills Insight consultation and strongly supports its framing of workforce 
safety and wellbeing as encompassing physical, psychosocial and cultural dimensions. This 
submission brings together national and international evidence, Victorian sector data, and 
applied system-reform experience to demonstrate that workforce safety, participation and 
resilience cannot be achieved without explicitly addressing the gendered structure of industries 
and training pathways. 

Industries represented by Skills Insight—including agriculture, food processing, fibre, trades 
and primary production—remain among the most gender-segregated in the Australian labour 
market. Men dominate core technical, operational and leadership roles, while women are 
clustered in lower-paid, less secure or support roles. Although women’s participation in 
education and training pipelines has increased, this has not translated into sustained 
workforce representation, indicating attrition driven by workplace conditions rather than lack of 
skill or aspiration. 

The evidence is clear that gender segregation creates predictable conditions for workplace 
gendered violence, including sexual harassment, bullying, discrimination and aggression—
particularly in male-dominated contexts. These harms are not isolated or interpersonal issues; 
they are systems outcomes shaped by power imbalances, workplace culture, informal 
supervision practices and weak accountability. Victorian data from the Training for Respect 
project confirms that workplace gendered violence is already prevalent within RTOs and TAFEs, 
and that under-reporting is structural rather than individual. 

Workplace gendered violence is therefore a central workforce issue, directly undermining 
participation, retention, wellbeing and productivity. Climate and disaster research further 
demonstrates that in agriculture and primary production, environmental stress acts as a risk 
multiplier—intensifying psychosocial harm and gendered violence precisely when industries 
are under pressure to adapt and retain workers. 

Incremental or isolated interventions—such as stand-alone training units—are insufficient to 
address these structural drivers. Meaningful progress requires a transformational, system-wide 
approach that integrates prevention and response; aligns skills policy with WHS psychosocial 
regulation and Positive Duty obligations; and mobilises coordinated action across industry, 
training providers, regulators and specialist services. 

This submission responds in detail to the consultation themes of leadership, skills, 
accessibility and data, and outlines a clear set of recommended actions for Skills Insight and 
Jobs and Skills Councils to act as system stewards in advancing safe, inclusive and resilient 
workforces. 
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A Note on Inclusive Language  
This submission uses the term “women” throughout, inclusive of all people who identify as 
women. WHISE recognises that trans men, non-binary, agender, intersex and other gender 
diverse people or people assigned female at birth who do not identify as women also use and 
need access and equity in skills and vocational training. We acknowledge the need for the 
Senate Standing Committees on Community Affairs to consult with organisations that 
represent those communities, to ensure services are inclusive, equitable and appropriate for 
all.  
 

Summary of Recommendations  
Our recommendations are detailed at the end of this submission however we summarise them 
here in three key themes. 

Recommendations Theme 1 System leadership for safe, gender-equitable workforces 
STRENGTHEN and embed system leadership by Skills Insight and Jobs and Skills Councils to 
recognise workplace gendered violence as a core workforce and skills system risk, and to 
coordinate a whole-of-system response across industry, training and regulation. 

Background   
Industries represented by Skills Insight are among the most gender-segregated in Australia, 
with men concentrated in technical and leadership roles and women clustered in lower-paid, 
less secure positions. Evidence demonstrates that such segregation creates predictable 
conditions for workplace gendered violence. Skills Insight and JSCs occupy a unique system 
stewardship role across industry, training packages, workforce planning and stakeholder 
coordination. This position provides a critical opportunity to move beyond fragmented or 
voluntary responses and establish shared leadership for prevention and response across the 
skills ecosystem. 

Problem statement   
Workplace gendered violence continues to be treated as a peripheral or interpersonal issue 
rather than a systemic workforce risk. As a result, responsibility is often devolved to individual 
employers or workers, with limited coordination across training providers, host employers and 
industry bodies. This fragmented approach fails to address the structural drivers of harm, 
contributes to under-reporting, and undermines retention of women and diverse workers in 
Skills Insight industries. Without clear system leadership, prevention and response efforts 
remain inconsistent and inequitable. 

Expansion and justification of recommendation (  
Strengthened system leadership would enable Skills Insight to set clear expectations that 
workplace gendered violence is a psychosocial hazard requiring coordinated prevention and 
response. This includes embedding safety and equity considerations into workforce planning, 
aligning skills reform with WHS psychosocial regulation and Positive Duty obligations, and 
facilitating collaboration across industry, RTOs and specialist services. Such leadership 
directly supports workforce resilience by improving retention, safety and productivity. 

WHISE case evidence   
Through the Training for Respect project, WHISE has demonstrated that coordinated, system-
level approaches—linking training providers, regulators and specialist services—are essential 
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to addressing workplace gendered violence in VET. WHISE-led partnerships with RTOs and 
TAFEs have shown that leadership commitment and shared accountability improve reporting 
confidence, response quality and prevention practice. 

Recommendations Theme 2 Transformational skills reform beyond stand-alone training 
SHIFT skills reform from stand-alone training solutions to integrated capability development 
that embeds psychosocial safety, respectful work and supervisor accountability across 
qualifications, pathways and workplaces. 

Background  
Training is frequently positioned as the primary response to workplace harm. However, 
evidence shows that in gender-segregated industries, training alone does not change power 
relations, work design or accountability systems. Skills Insight has influence over training 
architecture, qualifications and skill sets, providing leverage to embed safety and respect as 
foundational capabilities rather than optional add-ons. 

Problem statement   
Reliance on discrete units of competency or awareness training risks reducing complex 
systemic problems to individual behaviour change. This approach leaves underlying drivers—
such as informal supervision, weak reporting systems and normalised harassment—
unchanged. It also places the burden of safety on workers rather than on systems and leaders. 

Expansion and justification of recommendation  
Integrated skills reform would embed psychosocial safety, bystander intervention and 
supervisor capability across training packages and pathways. This ensures that respectful and 
safe practice is treated as core competence. Skills Insight can also influence how training is 
reinforced through workplace implementation, particularly in apprenticeships and placements.  

WHISE case evidence   
The Training for Respect Theory of Change demonstrates that prevention is only effective when 
integrated with response and enabling environment reforms. WHISE-supported RTOs that 
embedded safety capability alongside governance and response systems showed stronger 
prevention outcomes than those relying on training alone. 

Recommendations Theme 3: Participation through safe retention and progression 
REDEFINE workforce participation strategies to prioritise safe retention, progression and 
leadership pathways for women and diverse workers in gender-segregated industries. 

Background  
Participation initiatives often focus on recruitment without addressing why women leave. In 
Skills Insight industries, unsafe and disrespectful workplaces are a major driver of attrition. 
Retention and progression are therefore central to workforce sustainability. 

Problem statement  
Pipeline strategies fail when workers exit due to harassment, bullying or lack of response. 
Climate-related stress further compounds these risks in agriculture and primary production. 
Without attention to safety, participation gains are temporary. 

Expansion and justification of recommendation   
Participation must be reframed as the ability to remain, progress and lead safely. Skills Insight 
can support this shift by promoting secure work pathways, flexible arrangements, culturally 
safe practices and regional partnerships that strengthen safety infrastructure. 
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WHISE case evidence  
WHISE’s prevention and response initiatives demonstrate that when safety and inclusion are 
prioritised, women’s retention and engagement improve. Regional partnerships with women’s 
health services provide critical support during periods of heightened stress. 
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Context: gender segregation in Skills Insight industries 
Persistent gender segregation across agriculture, food, fibre and environment-
care 

Industries represented by Skills Insight exhibit some of the highest and most entrenched levels 
of gender segregation in the Australian labour market. This segregation is evident both between 
industries and within industries by occupation, employment status and seniority. 

Drawing on the agribusiness, food and fibre segregation information from the Workplace 
Gender Equality Agency, Jobs and Skills Australia GSIS data and Skills Insights own information 
we know that: 

Agriculture, Forestry and Fishing remains strongly male-dominated. Women comprise 32% of 
the workforce against 68% men, and that imbalance deepens across occupational categories: 

• Men hold 78% of management roles and 78% of technician and trade worker positions, 
rising to 89% of machinery operators and drivers. 

• Women are heavily concentrated in clerical and administrative roles (86%) and 
community and personal service roles (69%). 

• Women are significantly more likely to be employed part-time or casually, while men 
dominate full-time positions. 

Food product manufacturing shows slightly greater balance overall, but remains male-
dominated, with women making up approximately 35–37% of the workforce. This aggregate 
figure masks considerable internal variation: participation is more balanced in bakery and 
confectionery, while meat processing and large-scale facilities are strongly male-dominated. 

Textile, Clothing and Footwear industries present a different picture at the headline level — 
women make up around 56% of the overall workforce — but this masks sharp internal 
segregation: 

• Women dominate clothing and textile finishing, comprising 59–76% of workers 
depending on subsector. 

• Men dominate wool scouring (75%) and synthetic textile manufacturing (69%). 
• Women are substantially more likely to work part-time, reinforcing persistent income 

and employment security gaps. 

Animal care and environment-care roles appear more gender-balanced at entry level, with 
animal care and community service roles approximately 69% female, and women comprising 
over 53% of agricultural graduates — particularly in animal health, nutrition and livestock-
related fields. This makes the workforce figure all the more striking: women represent only 32% 
of the agricultural workforce overall, pointing to significant attrition between education and 
sustained employment. 

 

This disconnect between educational participation and workforce representation highlights 
that pipeline approaches alone are insufficient. The loss of women from agriculture and related 



 

7 
 

industries is consistently linked to workplace conditions, including safety, culture, inflexible 
work, and lack of effective response to harassment and discrimination. 

These data demonstrate that Skills Insight industries are not gender-neutral environments. They 
are structurally gendered systems in which power, security and opportunity are unevenly 
distributed, creating heightened risks for workplace gendered violence and undermining efforts 
to diversify and grow the workforce.  

Why segregation matters for workplace safety 
Gender segregation and power 
Gender-segregated industries are characterised by pronounced power asymmetries. Where 
women and gender-diverse people are numerically and culturally marginalised, these 
asymmetries play out in concrete and compounding ways: heightened scrutiny and 
surveillance, exclusion from informal networks, and a structural reliance on supervisors for 
progression and security that makes challenging unsafe norms both difficult and costly. The 
cumulative effect is increased exposure to harassment, bullying and discrimination. In these 
contexts, workplace gendered violence functions not as an aberration but as a mechanism for 
maintaining occupational boundaries and reinforcing gender norms. 

Normalisation and under-reporting 
Evidence from male-dominated industries and training environments demonstrates that 
sexualised language, harassment and bullying are frequently normalised as “banter” or “part of 
the job”. Reporting is often perceived as risky, futile or career-limiting, leading to systematic 
under-reporting. 

The Victorian Training for Respect prevalence study confirms that under-reporting is structural 
rather than individual, reflecting fear of reprisal, lack of trust in systems and perceptions that 
incidents will not be taken seriously. 

Evidence of workplace gendered violence in VET and training 
environments 
Prevalence and patterns 
The Training for Respect prevalence study provides rare, sector-specific data on workplace 
violence in Victorian RTOs and TAFEs. It demonstrates that: 

• Over half of staff surveyed experienced some form of workplace violence in the previous 
12 months. 

• Around one in ten students reported experiencing violence at their training provider. 

• Perpetration against staff most commonly involved managers, supervisors and 
colleagues. 

These findings challenge assumptions that violence is primarily external or client-driven and 
underscore the importance of organisational culture and leadership. 
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Implications for skills pathways 
VET settings are not neutral spaces. They are formative environments where norms about 
acceptable behaviour, power and gender are learned and reinforced. When harassment and 
exclusion are tolerated in training environments, they are reproduced in workplaces, 
contributing to attrition and reinforcing segregation. 

Climate change, disaster risk and workforce safety in primary 
production 
Climate as a risk multiplier 
Gender and disaster research demonstrates that climate-related stressors—including drought, 
heatwaves, floods and bushfires—significantly increase the risk of gender-based violence. 
These effects are strongest in agriculture-dependent regions where livelihoods are directly 
exposed to environmental stress. 

Climate change does not create new drivers of violence; rather, it amplifies existing 
inequalities, economic stress and psychosocial strain. In rural and primary production 
contexts, this creates compound risks for women’s safety, wellbeing and workforce 
participation. 

Implications for Skills Insight sectors 
For agriculture and primary production, workforce safety cannot be separated from climate 
adaptation and resilience planning. Environmental stress increases psychosocial hazards, 
disrupts services and intensifies isolation—precisely when workforces are under pressure to 
adapt and remain productive. 

Theory-informed rationale: why a transformational approach is 
required 
Australian and international research demonstrates that gender inequality in vocational 
education, training and labour markets is not primarily the result of individual choice or 
capability. Rather, it is produced and reproduced through the institutional design of skills 
systems themselves. 

Decades of gender-neutral or narrowly gender-specific policy interventions have produced only 
uneven gains. While participation has increased, outcomes remain segregated — reflecting 
what feminist policy analysis describes as conditional equity: progress without transformation 
of underlying power relations. 

In gender-segregated industries, these same system dynamics produce the conditions for 
workplace gendered violence. Sexual harassment and gendered violence are therefore 
predictable outcomes of systems that normalise inequality and silence — not failures of 
individual conduct, but failures of institutional design. 

Meaningful change requires a transformational approach. This means addressing power and 
culture rather than behaviour alone; integrating prevention with response rather than treating 
them as separate streams; aligning skills policy with WHS psychosocial regulation and Positive 
Duty obligations; and mobilising coordinated action across systems rather than relying on 
fragmented, voluntary effort. Incremental measures applied to structural problems will not be 
sufficient. 
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Consultation theme 1: Leadership 
Why we emphasise leadership (the system logic) 
In highly gender-segregated industries, safety and inclusion outcomes are shaped less by 
individual attitudes and more by how power is exercised and governed day-to-day. Where 
women are a minority in core roles (as is the case across agriculture, food processing and key 
fibre subsectors), leadership and supervisory behaviour becomes a primary risk control for 
psychosocial harm. 

The evidence base indicates that workplace gendered violence is not primarily a “client 
violence” issue. In the Victorian VET context, perpetration against staff most commonly 
involved managers/supervisors and colleagues, which points directly to organisational 
culture, accountability and leadership practice. 

What the evidence says 

The Training for Respect prevalence study makes the scale of the problem hard to dismiss: 
over half of staff surveyed had experienced workplace violence in the previous twelve months, 
with bullying, aggression and sexual harassment among the most prominent categories. 
Critically, perpetration most commonly involved managers, supervisors and colleagues rather 
than external parties — challenging any assumption that gendered violence in these industries 
is primarily a client or public-facing risk. 

Under-reporting compounds this picture, and the evidence is clear that it is structural rather 
than individual. As reported by the Australian Human Rights Commission, substantial 
proportion of incidents go unreported due to fear of negative consequences and the perception 
that complaints will not be taken seriously or acted upon. This is a governance signal. Where 
leaders do not create psychologically safe conditions for reporting, or fail to enforce 
accountability when incidents occur, violence becomes effectively consequence-free — and 
workers, particularly those with less power or security, draw rational conclusions about the 
cost of speaking up. 

The segregation data from Jobs and Skills Australia and others, reinforces why power 
dynamics are central to this analysis. Across Skills Insight industries, men are strongly 
concentrated in management and technical roles — in agriculture, 78% of managers and 89% 
of machinery operators are men — while women cluster in administrative and service positions. 
This distribution shapes who holds decision-making authority, who controls work allocation 
and progression, and who bears the greatest risk when challenging unsafe norms. In this 
context, under-reporting is not a cultural failing to be trained away; it is a rational response to a 
structural imbalance in power and accountability. 

Why this matters to Skills Insight’s remit 

Skills Insight's core objective is a safer, more resilient workforce — and in gender-segregated 
industries, resilience is not an abstract aspiration. It depends on whether workers can remain in 
their roles without being exposed to harassment, bullying or discrimination; whether 
supervisors have the capability to recognise psychosocial hazards and intervene before harm 
escalates; and whether employers are genuinely committed to retaining and progressing 
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women and diverse workers, not only recruiting them. These are not peripheral concerns — 
they are the conditions that determine whether a workforce can sustain itself at all. 

Leadership is therefore not a "nice to have." It is a practical lever for safety, retention and 
productivity — and in industries already facing significant workforce shortages, the cost of 
getting it wrong is not abstract either. When women leave because workplaces are unsafe or 
unaccountable, that is a workforce supply problem. When harassment goes unaddressed 
because supervisors lack the capability or the mandate to act, that is a governance failure with 
measurable consequences. Naming leadership as a core workforce issue is not about values 
signalling — it is about recognising what the evidence shows drives retention, performance and 
long-term resilience. 

 

What Skills Insight and JSCs can do (beyond generic leadership 
training) 
Jobs and Skills Councils have credible system levers to influence leadership norms and 
capability in industry: 

1. Define a sector leadership capability standard for psychosocial and cultural safety 
Embed competencies in: preventing workplace gendered violence; trauma-informed 
response; bystander and supervisor intervention; and accountability practices. 

2. Shift the problem frame from ‘behaviour’ to ‘work design and governance’ 
Promote leadership approaches that treat sexual harassment and gendered violence as 
psychosocial hazards requiring controls, not as interpersonal conflict. 

3. Support implementation tools, not only education 
Develop and disseminate leader toolkits: role-clarity, reporting pathways, supervisor 
scripts, safety plans for apprentices/placements, incident review processes. 

4. Promote shared accountability across the training-to-work pipeline 
Where Skills Insight industries rely on apprentices, placements and seasonal/casual 
work, leaders across host employers and training providers must share responsibility 
for safe supervision and response. 

What ‘good’ looks like (observable practice) 
In industries where leadership on safety is working, certain things become visible. Leaders treat 
sexualised "banter" and bullying as early hazard signals requiring intervention, not as cultural 
background noise to be tolerated. Reporting pathways are transparent and trusted, with 
workers confident that coming forward will not cost them professionally. Managers are held 
accountable for team climate and safety outcomes — not only for operational performance — 
and data on incidents, reporting rates and workforce composition is reviewed routinely and 
used to inform prevention priorities rather than filed and forgotten. 
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Consultation theme 2: Skills and training 
Why we say “a unit of competency won’t cut it” 
The consultation is right to highlight training as a lever for safer work. The evidence, however, is 
unambiguous that training is necessary but not sufficient — particularly in gender-segregated 
industries where workplace gendered violence is not produced by knowledge gaps alone. It is 
produced through hierarchical power relations, informal supervision and work allocation 
practices, cultural norms that normalise exclusion, and weak accountability and reporting 
systems. These are structural conditions that training cannot reach on its own. 

This distinction matters. If skills reform treats training as the primary response without 
integrating it with governance, supervision practice and enforcement, it risks becoming a 
compliance exercise — one that produces completed units and ticked boxes while leaving the 
underlying drivers of harm intact. Workers may learn the right language; the systems around 
them remain unchanged. 

What the evidence says 
1) Harm occurs early in pathways and shapes retention. 
Training environments are not neutral: they are formative spaces where norms are learned. The 
Training for Respect prevalence study shows workplace violence within RTO settings 
themselves, demonstrating risk exists inside the skills system, not only in workplaces.   

2) Prevention requires integrated action across curriculum, practice and systems. 
The Training for Respect Theory of Change (ToC) sets out a model of change that requires three 
mutually reinforcing domains: prevention within providers, effective response, and a VET 
ecosystem enabling environment (policy, funding, regulation, curriculum and sector 
infrastructure).  

3) Normalisation dynamics are reinforced when response capacity is weak. 
Where response systems are not trusted, workers and students minimise or avoid reporting, 
and incidents are managed informally or not at all. This erodes prevention: without credible 
response, prevention messages are not believed.  

What Skills Insight and JSCs can do (systemic skills levers) 
JSCs influence more than content—they influence the architecture of how learning is designed, 
delivered and reinforced in workplaces. Key actions include: 

1. Embed psychosocial safety and respectful work as core employability and 
supervision capabilities 
Rather than a single stand-alone unit, integrate learning outcomes across relevant 
qualifications and skill sets so respectful, inclusive practice is treated as foundational 
to competence. 

2. Prioritise supervisor and team-lead capability as a distinct skills investment 
Evidence indicates many incidents involve supervisors/peers. Capability must therefore 
target those who control work allocation, training, progression and workplace culture. 

3. Strengthen placement and apprenticeship safety as part of training design 
For industries with placements/apprenticeships, require structured supervision 
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models, clear escalation pathways, and shared responsibilities between RTOs and 
employers. 

4. Support micro-credentials/skill sets only where they are tied to organisational 
controls 
Short training can be useful if it is coupled with implementation tools, accountability 
mechanisms, and review of hazards. 

What ‘good’ looks like (practical outcomes) 
When skills reform is working in this space, the evidence shows up in practice, not just in 
paperwork. Learning outcomes on psychosocial hazards, harassment prevention, and 
bystander and supervisor intervention are consistent across qualifications — not confined to a 
single elective unit that learners can complete and set aside. Trainers, supervisors, host 
employers and apprentices each understand their specific responsibilities, and those 
expectations are made explicit rather than assumed. Most tellingly, the measure of success is 
not the training itself but what happens in the workplace afterward: whether controls are in 
place, whether reporting systems are trusted and used, and whether accountability is real 
rather than nominal. 

Consultation theme 3: Accessibility and participation 
Why accessibility must be defined as psychosocial and cultural safety 
Accessibility is too often framed as a question of entry — how to attract more women and 
diverse workers into gender-segregated industries. The evidence suggests the more urgent 
question is retention. In industries where unsafe and disrespectful environments are 
structurally produced rather than incidental, workers who lack power, seniority or secure 
employment have strong rational reasons to leave — and many do. Pipeline strategies that 
focus on recruitment without addressing the conditions that drive attrition will continue to 
produce the same result: participation gains that do not hold. 

The segregation data makes this concrete. In agriculture, women comprise just 32% of the 
workforce and are substantially under-represented in management and machinery operation — 
the roles that carry security, seniority and influence. They are meanwhile far more likely to be 
employed casually or part-time, which compounds both their economic vulnerability and their 
exposure to the power imbalances that enable harm. Accessibility, in this context, cannot be 
defined as getting women through the door. It must be defined as creating the conditions in 
which they can stay, progress and lead. 

What the evidence says 
1) Workforce participation and retention are shaped by safety and response systems. 
The Training for Respect prevalence study demonstrates high rates of violence experienced by 
staff and measurable violence experienced by students, with structural under-reporting. This 
creates a rational exit pathway for those with less power, fewer supports, or higher exposure.  

2) Intersectional risks intensify barriers. 
WorkSafe-framed evidence highlights that workplace gendered violence disproportionately 
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affects groups shaped by intersecting inequalities, including younger workers and LGBTQ+ 
people, and those with disability or racialised identities.  

3) Climate and disaster dynamics matter for primary production. 
The gender–climate–disaster evidence shows climate stress increases gender-based violence 
risk and psychosocial harm, especially in agriculture-dependent regions. This compounds 
retention risk and undermines workforce resilience in precisely the industries Skills Insight 
covers.  

What Skills Insight and JSCs can do (participation as retention + 
progression) 

1. Reframe participation as ‘safe retention and progression’ 
Support industry strategies that include measurable targets for retention, progression 
and leadership pathways for women and diverse workers, not only recruitment. 

2. Build culturally safe and trauma-informed capability in training and workplaces 
Develop guidance and capability frameworks that support safe disclosure, fair 
processes and culturally safe responses. 

3. Promote flexible work and secure pathways in male-dominated subsectors 
Given women’s higher casual/part-time concentration, workforce strategies should 
address job quality, predictability and progression as part of inclusion. 

4. Support regional and place-based partnerships 
In agriculture and primary production, collaboration with women’s health and family 
violence services is a practical safety infrastructure (especially during climate stress 
periods). 

What ‘good’ looks like (participation outcomes) 
Progress in this space looks like women remaining in technical and operational roles beyond 
the early career stages where attrition is currently highest — not because they have been 
resilient enough to endure unsafe conditions, but because those conditions have changed. It 
looks like incidents being addressed through transparent, accountable processes rather than 
managed informally in ways that protect perpetrators and silence those harmed. It looks like 
genuine pathways into leadership, supervision and specialist roles — not token representation, 
but structural access to the positions that carry influence, security and the power to shape 
workplace culture for those who follow. And it looks like participation gains that hold when 
industries are under pressure: when climate events disrupt operations, when seasonal 
demands intensify, when workforces are stretched. Resilience, in the end, is not measured in 
calm conditions — it is measured in whether the progress made for women and diverse workers 
survives the moments when everything else is hard. 

Consultation theme 4: Data and evidence 
Why better data is a precondition for effective system reform 

Sexual harassment and workplace gendered violence remain widely under-measured in 
workforce intelligence - a gap that is not merely technical but consequential. What is not 
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counted is not seen, and what is not seen is not funded, not managed, and not treated as a 
legitimate workforce risk. In gender-segregated industries where these harms are structurally 
produced and systematically under-reported, the absence of data does not reflect the absence 
of harm. It reflects the absence of the will and the infrastructure to look. 

The Training for Respect prevalence study demonstrates what becomes possible when this 
changes. When sector-specific measurement were undertaken in Victorian RTOs and TAFEs, 
the scale of workplace violence became visible  - and crucially, attributable. Harms that had 
been absorbed as individual misfortune or explained away as interpersonal conflict could be 
traced to workplace and organisational factors: culture, supervision, accountability and the 
conditions leaders either create or fail to prevent. Data, in this sense, is not a monitoring tool. It 
is a precondition for the kind of system reform that can actually change outcomes. 

What the evidence says 
1) Under-reporting distorts organisational risk perception. 
Fear of consequences and perceptions that incidents are “not serious enough” lead to non-
reporting. Without deliberate measurement approaches, organisations underestimate 
prevalence and overestimate safety. 

2) Disaggregation is essential to see segregation-linked risk. 
Industry-wide data must be able to show differences by gender, role, occupational category, 
employment status and location, because risks are not evenly distributed in segregated 
workforces. 

3) Data must inform prevention investment, not only compliance. 
The ToC explicitly positions the enabling environment—including data and evidence—as part of 
what makes prevention and response possible at scale. 

What Skills Insight and JSCs can do (practical data actions) 
1. Adopt a minimum psychosocial safety and gendered violence data set for 

industries 
Include measures on sexual harassment, bullying, discrimination, aggression, reporting 
confidence, and response satisfaction. 

2. Embed gendered safety indicators into workforce planning 
Treat these indicators as labour supply and retention variables, not only “workplace 
relations” issues. 

3. Support consistent measurement across the training-to-work pipeline 
Where apprenticeships/placements are central, measure safety experiences across 
RTOs and host employers. 

4. Promote evaluation of what works 
Encourage multi-year evaluation of integrated prevention + response initiatives (not 
single-session training), including process and outcome measures. 

What ‘good’ looks like (system intelligence) 
When data is working as a system lever, the change is visible in how decisions get made. 
Industry reporting routinely includes psychosocial and gendered violence indicators — not as 
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an afterthought appended to compliance returns, but as core workforce intelligence that sits 
alongside productivity, turnover and skills gap data. That information is then used to direct 
investment where it is most needed: into supervisor capability in high-risk subsectors, into safe 
placement models for apprentices and trainees, into the response infrastructure that makes 
reporting feel worthwhile. And progress for women and diverse workers -  their retention, their 
progression, their movement into roles that carry real influence  -  is tracked transparently over 
time, so that gains can be recognised, gaps can be named, and accountability has somewhere 
to land. 
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Recommended actions for Skills Insight and Jobs and Skills 
Councils 
The evidence presented in this submission points to a clear set of system-level actions that 
Skills Insight and Jobs and Skills Councils (JSCs) can take within their remit. These actions 
move beyond discrete training products and instead leverage JSCs’ role as system stewards 
across industry, training and workforce development. 

1. Explicitly recognise workplace gendered violence as a workforce risk 

Formally recognise sexual harassment, bullying, discrimination and other forms of workplace 
gendered violence as core psychosocial hazards in Skills Insight industries — particularly those 
that are highly gender-segregated. This recognition is the foundation on which everything else 
rests. Without it, prevention and response efforts remain discretionary, underfunded and easy 
to deprioritise. 

2. Embed gender-segregation and safety analysis into workforce planning 

Workforce plans, industry insights and future skills analyses should explicitly examine gender 
segregation by occupation and role, differential exposure to psychosocial and safety risks, and 
the implications of both for participation, retention and productivity. Segregation is not 
background context — it is a primary driver of the risks this submission documents, and 
workforce planning that does not name it cannot meaningfully address it. 

3. Define leadership capability standards for psychosocial and cultural safety 

Working with industry, regulators and specialist organisations, Skills Insight should define what 
leadership and supervisory capability in this space actually requires: the prevention of 
workplace gendered violence, trauma-informed and culturally safe response, bystander and 
supervisor intervention, and genuine accountability for team climate and safety outcomes. 
These are not soft skills — they are core competencies for anyone who holds power over others' 
working conditions. 

4. Shift the problem frame from behaviour to systems and work design 

Promote approaches that treat workplace gendered violence as a work design and governance 
issue, not simply an interpersonal or behavioural problem. The practical implications of this 
shift are significant: it means examining supervision models, reporting pathways, job design 
and accountability structures — the systems through which harm is either enabled or 
prevented — rather than focusing primarily on the conduct of individuals. 

5. Use skills architecture levers strategically 

Training Packages, skill sets and micro-credentials related to safety and wellbeing should 
integrate psychosocial safety and respectful work across qualifications rather than isolating 
them in stand-alone units, prioritise supervisor and team-lead capability as a distinct 
investment, and be explicitly linked to organisational implementation and accountability. A 
completed training record is not evidence of a safer workplace. The architecture of learning 
should reflect that distinction. 
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6. Strengthen safety in apprenticeships, placements and early-career pathways 

In industries that rely heavily on apprenticeships, placements and seasonal work, Skills Insight 
should promote structured supervision and mentoring models, clear shared responsibilities 
between RTOs and host employers, and safe escalation and exit pathways for apprentices and 
trainees. Early-career stages are when norms are formed and vulnerability is highest — and 
currently, too many young workers are entering industries without adequate protection or 
recourse. 

7. Align skills policy with WHS psychosocial regulation and Positive Duty 

Skills Insight guidance and initiatives should be actively aligned with WHS psychosocial hazard 
regulations, Positive Duty obligations under the Sex Discrimination Act, and relevant state and 
territory safety frameworks. These regulatory frameworks already exist — skills policy should be 
working with them, not in parallel to them. 

8. Support place-based and regional safety infrastructure 

In agriculture, primary production and regional industries, workforce resilience depends on 
more than training. Skills Insight should actively encourage collaboration between industry, 
training providers, women's health services and family violence services — particularly as 
climate adaptation places additional stress on regional workforces and communities. Safety 
infrastructure in these contexts is not a standalone investment; it is part of what makes 
workforces sustainable. 

9. Improve data collection on psychosocial safety and gendered violence 

Skills Insight should advocate for and support the adoption of a minimum industry data set that 
captures sexual harassment and workplace gendered violence, reporting confidence and 
response satisfaction, and disaggregation by gender, role, employment status and location. 
Without this, the scale and distribution of harm remains invisible — and what remains invisible 
remains unaddressed. 

10. Use data to target investment and intervention 

Safety and equity data should be used to prioritise high-risk subsectors and occupations, direct 
leadership and supervisor capability investment where it is most needed, and inform retention 
and progression strategies for women and diverse workers. Data that does not change 
decisions is not being used — and in gender-segregated industries where the costs of inaction 
are well documented, that is no longer a defensible position. 

11. Support evaluation of integrated prevention and response initiatives 

Multi-year evaluation of initiatives that genuinely integrate prevention and response — rather 
than one-off training events — should be actively promoted and resourced. The evidence base 
on what works in gender-segregated industries is still developing, and building it requires 
sustained investment in evaluation that measures outcomes, not just outputs. 

12. Position workforce safety and equity as foundational to resilience 
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Safe, respectful and inclusive workplaces should be framed as preconditions for workforce 
supply, productivity and adaptation — particularly in climate-exposed industries — rather than 
as secondary or optional considerations. This is ultimately a question of what we believe 
workforces are for. Industries that cannot retain the workers they need, because those workers 
do not feel safe, are not resilient. 

Conclusion: the role of Jobs and Skills Councils 

Jobs and Skills Councils are uniquely positioned as system stewards within Australia's skills 
architecture — and with that position comes both responsibility and opportunity. The evidence 
presented in this submission is unambiguous: addressing workplace gendered violence is not 
ancillary to skills reform. It is integral to it. Industries cannot improve participation, retention, 
wellbeing and long-term workforce resilience while leaving intact the structural conditions that 
drive women and diverse workers out. 

The path forward is not complicated to describe, even if it requires genuine commitment to 
walk. It means treating gendered violence as a workforce risk, not a workplace relations 
footnote. It means building leadership capability that goes beyond awareness and into 
accountability. It means designing training systems that change conditions, not just 
behaviours. And it means using the data, the architecture and the convening power that JSCs 
already possess to drive coordinated action across industry, training providers and specialist 
services. 

Women and diverse workers in these industries are not asking for special treatment. They are 
asking to be able to do their jobs — to stay, to progress, to lead — without being harmed or 
pushed out. That is not an ambitious standard. It is a baseline. Skills Insight and JSCs have both 
the mandate and the leverage to make it a reality. The question is whether this moment will be 
met with the transformational response the evidence demands. 
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