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Training for casual employees

Across employment types, casual employees were the least likely to have received
training on sexual harassment. Figure 3C shows that employees on contracts were
more likely to have received training than casual staff, but they still received it at a
lower rate than ongoing employees.

FIGURE 3C: Training by employment type

Employment type Received training at current council (%)
Ongoing (full and part-time) 77
Contract (full and part-time) 73
Casual 59

Note: Results shown as percentage of councll employees who arswered question on training. Because we received
fewer survey responses from casuals, the margin of error for their result 5 =6 per cent. Casuals may have been less
likely to do our survey because they have less access to counal computers, and because of stand-downs related to
COMVID-19.

Source: VAGO LG Survey 2020.

Providing training for casual employees at councils is important, because the nature
of their employment may make them less likely to make a complaint when sexual
harassment occurs. The AHRC National Survey 2018 found young people in casual
work in hospitality and retail were less likely to speak up about sexual harassment
because of a fear of losing shifts or employment.

In our survey, casual staff reported experiencing sexual harassment at a lower rate
than other employees. However, they were more likely to be:

= women, who experience a higher rate of sexual harassment (Section 2.3)
= in customer-facing roles, facing a risk of harassment from the public (Section 2.4).

Ensuring sexual harassment training reaches casual employees can help to address
barriers to reporting and ensure they understand their right to a workplace free of
sexual harassment.

Monitoring training completion

All audited councils provided training attendance records for their online sexual
harassment modules. In line with our survey findings, these demonstrated that not all
employees had completed training. However, only Ararat’s and Frankston’s records
noted reasons why employees had not done so. For example, Ararat’s record noted
where employees had not completed training because they were on parental leave.

More detailed training records would allow councils to monitor who has not
completed required training.
Content of training

Training should include enough detail for staff to understand what sexual harassment
is and how to respond. Effective training gives employees the skills, knowledge and
confidence to apply what they have leamnt in the workplace.
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‘ ‘ My personal
experience of harassment as
a frontline worker included
non-consensual touching of
my bottom, unwelcome
comments and body
language and photos
stealthily being taken of me
without my consent ... As|
moved into an
administrative role it
became dear the council
has good polides on sexual
harassment, but they were
not trickling to the frontiine
workers.

—Survey respondent
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Our survey suggests that training at councils covers the key elements necessary for
comprehensive training on sexual harassment. Figure 3D shows that 96 per cent of

respondents who received training said it covered acceptable standards of behaviour.

FIGURE 3D: Coverage of sexual harassment in training content

Content Covered content (%)
Acceptable standards of behaviour and what behaviours 96
are inappropriate

Where to seek help or support for myself or co-workers 90
What | should do If | witness sexual harassment a8
My council's workplace policy and procedures 88

Options for reporting sexual harassment

85

Note: Results shown as percentage of respondents who said they had received training at their current council

7 471).
Source: VAGO LG Survey 2020.

However, when we reviewed the training material at audited councils, we found key
gaps that make training less comprehensive.

Of the five audited councils ...

none cover bystander
interventions in their appropriate
behaviour training. Moreland has
a separate training course for
bystander interventions.
However, this is not compulsory
for staff and is not specific to
sexual harassment.

only Frankston tailors training to
reflect council policies and
procedures.

Latrobe and Moreland do not
provide training for managers on
how to respond to complaints of
sexual harassment.

This is a gap because ...

encouraging bystanders to speak up when
they hear or see sexual harassment can be a
powerful tool in building a positive and safe
workplace.

training should equip staff to comply with
workplace policies and procedures. Tailored
training can also provide detail about work
settings that are unique to the council or the
sector, such as depots and libraries.

managers play a key role in complaint
handling and resclution. Eleven per cent of
surveyed managers said they would not feel
confident in their ability to respond effectively
to a complaint of sexual harassment relating
to a staff member they supervised.
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3.3 Leading a culture of respect

Leaders at councils, including CEOs, mayors and councillors, play an important role in
creating a respectful workplace that does not tolerate sexual harassment.
Comprehensive policies and training are not effective if employees believe council
leaders do not actually support them.

Modelling respectful behaviour

Leaders build a culture of respect by modelling respectful behaviour, including calling
out inappropriate conduct. Survey respondents gave examples of leaders not
modelling respectful behaviour, or failing to call out instances of sexual harassment,
making staff lose faith that their council takes harassment seriously.

FIGURE 3E: Leaders not modelling respectful behaviour

66 I had a manager make inappropriate jokes towards a female
colleague during a large meeting. | spoke with them after to let them
know how it came across and how it made him look (degrading of
women) and he was very apologetic. What concemed me was that his
boss made no comment or reaction during the meeting, when it was clear
by the murmurs and looks around the room, that most felt it was a joke
gone too far.

—Survey respondent

c6 I was involved with a conversation which occurred at a manager
catch up where the CEO was present, [The conversation was] totally
inappropriate and uncomfortable with snickering etc. Not one [executive
team] member or CEO said anything.

—Survey respondent

‘ ‘ I have experienced sexual harassment at another council, where the
CEO acted inappropriately to myself and other staff. If the CEO behaves in
this way then the tone is set for the rest of the organisation. People are
unlikely to report if a decision maker is a perpetrator.

—Survey respondent

‘ ‘ | believe that within my council, there is a councillor who is known to
be inappropriate. It seems that this is known about and discussed within
leadership. However, as this councillor is still in his role, it leads me to
assume that leadership do not take this issue seriously.

—Survey respondent

Note: We have edited quotes for clarity and brevity.
Source: VAGO LG Survey 2020.
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Conversely, strong leadership can make victims feel supported to make complaints of
sexual harassment:

66 I approached the CEO and informed him of what had happened and was so very
grateful to him of his support of me and of pushing human resources team to follow
up on investigation with the ... allegations. The CEO was very supportive and for that |
truly thank him.

—Survey respondent

Communication from leaders

Communication from senior leadership builds awareness of how to report sexual
harassment if it occurs. Only 31 per cent of survey respondents said their council
communicates to them annually about how they are addressing or preventing sexual
harassment.

None of the five audited councils could provide evidence of communication from
senior council staff, CEOs or mayors about sexual harassment or appropriate
behaviours. However, except Moreland, the councils advised that human resources
(HR) representatives send emails to staff about appropriate behaviour prior to staff
parties.

Communication prior to social events is useful, as it reiterates to staff that the council
expects appropriate workplace behaviour to continue in a social setting. However,
communication from leadership should reflect that sexual harassment happens in
many different settings. As outlined in Section 2.2, victims of harassment were more
likely to experience sexual harassment during their day-to-day work than during
social functions.

Staff confidence

Overall, 77 per cent of survey respondents believed their council takes sexual
harassment seriously. However, survey respondents were more likely to believe their
council takes sexual harassment seriously if:

+ their council sent annual communications about how it addresses sexual
harassment (94 per cent)

* they received training at their current council (83 per cent)

= they agreed their council communicated a message of zero tolerance
(88 per cent).

34 Addressing resistance and backlash

Organisations can face resistance or backlash from staff when acting to prevent
sexual harassment, Examples of resistance include:

* denying sexual harassment exists

* undermining, bullying, or punishing people who raise concerns about sexual
harassment

= disrupting training sessions or refusing to take part

= openly challenging workplace policies and complaint processes.
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We found that 9 per cent of respondents did not consider the behaviours listed in
Figure 2E in Section 2.2 to be sexual harassment. Thirteen per cent said they
considered some of the behaviours, but not all, sexual harassment.

In addition, some survey respondents expressed views that excused or trivialised
sexual harassment or described victims as being too sensitive.

FIGURE 3F: Resistance and backlash

L1 Only ladies should be worried about sexual harassment ... Ladies
should behave themselves [with] propriety to avoid sexual harassment ...
Ladies should be dressed [with] propriety to avoid sexual harassment

—Survey respondent

‘ D Easiest way to avoid these issues is to basically refuse to work with
anyone of the opposite gender in close proximity, alone with them
without a third party present or have anything to do with them outside of
work.

—Survey respondent

14 At the end of the day, if you get offended, it is up to you to do
something about it, people need to take personal responsibility and be an
adult, not cry in the corner and expect outside organisations or their
employer to anticipate their woes.

—Survey respondent

66 The factis, that the ability for men and woemen to simply 'get along
together harmoniously’ was so much better in the past, before the *serially
offended’ popped up.

—Survey respondent

Note: We have edited quotes for clarity and brevity.
Source: VAGO LG Survey 2020.

These responses highlight the importance of regular training and communication
from senior leadership. As outlined in Sections 3.2 and 3.3, the audited councils do
not provide in-depth training or regularly communicate about sexual harassment.
This makes it difficult for them to:

= understand the level of resistance or backlash among staff
= create opportunities for safe and open dialogue

+ educate staff and councillors about sexual harassment

* counter myths or stereotypes about sexual harassment.
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Responding to sexual harassment

Conclusion

Councils do not always support and encourage staff to report
their experiences of sexual harassment. Although they offer
formal and informal complaint options, victims rarely use them.

When victims do speak out, councils do not always handle their
complaints fairly or effectively. For instance, we found examples of
councils excusing inappropriate behaviour when staff raised
concerns about it. This reduces staff confidence in complaint
handling and makes it challenging for victims to report their
experiences.

Audited councils lacked full complaint documentation and failed
to record why they had stopped investigating some complaints.
This sends a message to victims that councils do not take their
experiences seriously. It also puts councils at risk if employees
challenge their decisions.

This chapter discusses:

* Encouraging complaints
* Handling complaints

* Recording complaint information
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41 Encouraging complaints

Employers must support victims to make complaints of sexual harassment and ensure
staff know how and where to make a complaint.

Barriers to making complaints

Of survey respondents who experienced sexual harassment, only:

« 2 per cent made a formal complaint to their council
* 10 per cent told their manager
* 19 per cent told a colleague.

We asked respondents who experienced sexual harassment why they did not make a
formal complaint. Figure 4A shows their responses.

FIGURE 4A: Top reasons for not making a formal complaint

Percentage of

Reason respondents (%)
Did not think the behaviour was serious enough 60
Did not think it would make a difference 25
Believed there would be negative consequences for their 24
reputation or career

Did not need to, because the harassment stopped 14
Thought the complaint process would be embarrassing or 13

difficult

Note: Respondents shown as percentage of those who experienced sexual harassment who did not make a formal
complaint (2 753). Results do not total 100 per cent because respondents could select more than one option.

Source: VAGO LG Survey 2020.

The most common reason respondents gave for not making a complaint is that they
did not think the behaviour was serious enough. However, sexual harassment does
not need to be physical, or a criminal offence, to have negative impacts on
individuals. In addition, the impacts of frequent low-level sexual harassment can build
up over time and make employees feel unsafe at work.

Some respondents told us they were unsure if the unwanted behaviour was serious
enough to be considered sexual harassment. This demonstrates the importance of:

= comprehensive training to educate staff on what is and is not sexual harassment
(Section 3.2)

* communication from senior leadership that no form of sexual harassment is
tolerated (Section 3.3)

= ensuring there are a range of complaint options to suit all forms of harassment
(Figure 4B).
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‘ ‘ He was in a director’s
position, therefore | didn't
report the numerous verbal
advances he was making
due to being fearful of not
being believed by
management and/or
potentially losing my job.

—Survey respondent

‘ ‘ No one wanted to
report him because he was
our manager and there
were fears of reprisals if he
kept his job. Also there was
no middle ground for
reporting, it was either a
formal complaint/process or
nothing.

—Survey respondent

ltem 7.12 - Attachment 1

Page 54



Council Meeting Attachments

23 February 2021

Complaint pathways

Coming forward with a complaint of sexual harassment, as a victim or a bystander,
can be challenging. The VEOHRC Guideline outlines that organisations should allow

for different reporting options, giving complainants the flexibility to choose the

pathway that is right for them. Figure 4B outlines five main pathways.

FIGURE 4B: Complaint pathways

Complaint
pathway Description Advantages Disadvantages
Self-managed Complainant is supported * Can resolve issues quickly * Complainants may not feel confident to
to resolve the matter on and quietly use this pathway if there is a power
th_en_r m;, fpr exanxli,heby « Builds respect and preserves Lﬂ;b:g;h:f ce between them and the
""';;"9 € “”:d‘" ; working relationships.
::en:fe'sh‘;" ’ ﬂf‘:_ ng + Could result in victimisation or further
behav'o change their harm or leave the complainant feeling
lour. isolated or unsupported.
Anonymous Complainant advises » Encourages staff to report « No outcomes for individual complaints.
council of incident(s) of * Enables systematic recording
sexual harassment without o
of incidents
identifying themselves.
= Provides insight around
cultural and behavioural
Issues.
Informal Parties resolve the issue + Less intimidating than a + Employers cannot enforce outcomes
" }
mterr:any; \n:]tr'n:out a formlgl :gg:e ci:gsr:::;amti ::; can + Loss of corporate knowledge about
investigation. o;se::art:p; ! « process and outcome if not recorded.
e o Oppunty o et
. X and to focus on working
abqqt their bquur or relationships.
facilitates a mediation.
Formal Dealing with a matter + Outcomes can be * (Can take more time or resources
i i f
using formal.n:ternal documented and enforced * Can be demoralising for complainant if
iocesses;ev;n_ tioat +  May be necessary if the complaint is dismissed after a long
aimented investigation. allegation is serious. process.
External Referring the matter toan  * Independent * May take longer to resolve
external body such as + Qutcomes may become « Cannot be resolved without

VEOHRC or Victona Police.

legally enforceable.

participation of the alleged harasser.

Source: VAGO, based on VEOHRC Guideline.

Self-managed complaints

Across the sector, respondents were most likely to use self-managed complaint
pathways. Twenty-four per cent of respondents who experienced sexual harassment
said they told the person the behaviour was not okay. However, power dynamics
mean this pathway is not equally accessible to all employees. As outlined in Figure 4C,

younger respondents were less likely to respond to harassment this way.
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‘ ‘ The harassment had
been noticed by many of
my colleagues but | laughed
it off because | found it
humiliating, and | just
wanted it to stop. | was also
disappointed in myself for
not calling it out, but it was
always with an audience,
and | just found it so
embarrassing and | didn't
want to draw any attention
oIt

—Survey respondent
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FIGURE 4C: Respondents who experienced sexual harassment who self-managed
their complaint by age group

100%

8
&

Percentage of respondents
& 8
*® *®

[u¥]
=]
*®

%Illlll

18-24years 25-34years 35-44years 45-54years 55-64 years Over65years

Note: Results shown as percentage of respondents who expenenced sexual harassment and provided their age
(2 778). Results are comparative for each group, se do not add up to 100 per cent. Self-managed refers to
respondents who reacted to experience of sexual harassment by telling the person the behaviour was not okay.
Source: VAGO LG Survey 2020.

Anonymous complaint channels at audited councils

All five audited councils have informal and formal pathways for sexual harassment
complaints, allowing complainants to choose the option that suits them. When we
began this audit, none allowed for anonymous complaints.

Although anonymous complaints make a proper investigation unlikely, they can:

= encourage complaints from employees who may not feel comfortable coming
forward

= provide an avenue for staff to raise lower-level issues they consider not serious
enough for a formal complaint.

As outlined in Figure 4A, 60 per cent of respondents did not think the sexual
harassment they experienced was serious enough to make a complaint. Almost one
quarter of respondents who did not make a complaint said it was because they were
worried about negative consequences for their reputation or career.

Anonymous complaint channels can also provide useful insights on cultural and
behavioural issues. In the absence of these channels, staff surveys can provide this
insight. However, as discussed in Section 2.6, only Frankston uses staff surveys to ask
about sexual harassment.

In response to this audit, Ararat reviewed its Staff Grievances Policy in August 2020 to
allow for anonymous complaints.
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Complaint pathways for councillors 66 e N

ALGWA's submission to the AHRC National Inquiry highlighted that barriers to bullying and harassment is

councillors reporting sexual harassment include: too hard. .. Then people
wonder why women do not

+ fear of political retribution or victimisation have equal representation in

politics. It's because they are

« the mayor being the harasser, as the mayor has a mandated role for resolving sexually harassed and

complaints bullied until they can no
= the lack of impartiality in complaints resolution processes when Councillor Codes longer take it
of Conduct require councillors to first decide among themselves if there has been —Survey respondent

a breach of the code.

Another barrier is that councillors lack access to the same informal and independent
complaint options as staff. This is because dispute resolution processes in Councillor
Codes of Conduct are not always appropriate for sexual harassment.

At the time of our audit, at all audited councils except Ararat, councillors had to first
attempt to resolve disputes between themselves before accessing formal options. As
outlined in Figure 4A, self-management of complaints is inappropriate in some
circumstances. Codes of Conduct for the five audited councils also did not outline
that, like employees, councillors can make complaints of sexual harassment to
external bodies, such as VEOHRC or Victoria Palice.

Councillors were also less likely than employees to knew how to find support if they

experienced sexual harassment. Twenty-nine per cent of surveyed councillors did not Theamargm °‘: error for counciliors
. . . is B per cen

know how to access their council's EAP, compared to just 7 per cent of employees.

The Local Government Act 2020 introduced new requirements for Councillor Codes of
Conduct. These changes mean that councillors will not need to attempt to resolve
complaints of sexual harassment between themselves. Councillors can refer any
alleged breaches of the standards of conduct, including sexual harassment, to an
independent arbiter appointed by the Registrar.

Knowledge of how to make a complaint

Complaint pathways are only useful if employees know about them. Sixteen per cent
of survey respondents across the sector said they did not know how to make a formal
complaint of sexual harassment to their council. Knowledge of complaint pathways
was not equal across employees. Respondents were less likely to know how to make a
formal complaint if they:

= had never received training from their council (31 per cent did not know)
* were aged under 34 years (30 per cent did not know)
* had experienced sexual harassment (23 per cent did not know).

This highlights the importance of providing training to all staff and councillors and
including detailed information about how to make a complaint (see Section 3.2).
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4.2 Handling complaints

Consistent and fair handling of sexual harassment complaints is critical to meeting a
council's positive duty to eliminate sexual harassment. It also:

* increases employees’ faith in the system, in tum encouraging more people to
report

* helps prevent matters escalating to legal proceedings.

Of the audited councils, three had at least one documented sexual harassment

complaint in the past five years. Each of these had elements of fair and effective

complaint handling, including that investigators:

» collected witness statements and evidence where possible

« offered support persons and EAP support to respendents and complainants

= provided respondents with details of allegations in writing

* documented the outcomes of complaints.

However, we found gaps in some complaints that undermined these councils'
complaint handling.

Gaps Examples

Not informing Only Moreland informed complainants of the

complainants of the outcome of their complaint. It was the only audited

outcome of their council to include this step in its complaint-handling

complaint procedures.

Minimising sexual In one complaint, investigators told a respondent to

harassment or "think about putting [themselves] into a situation

misunderstanding its legal where claims like this may be made’. This statement

definition shows bias towards the respondent by suggesting
the victim did something to encourage the
harassment.

In another complaint, investigators described a
respondent’s unwanted advance on social media as
‘unprofessional, not unlawful’ and noted that the
behaviour was only a problem if the recipient ‘says no
and [they] continue.’ This is not accurate. Sexual
harassment is unlawful under the Equal Opportunity
Act 2010 even if it does not amount to a criminal
offence, and it does not need to be repeated.

Using language that excuses or trivialises sexual harassment reduces staff confidence
in complaint handling. As outlined in Section 4.1, the second most common reason
respondents gave for not making a complaint was that they did not think it would
make a difference.

Survey responses from across the sector illustrate that victims can lose faith in their
councils when managers or co-workers excuse inappropriate behaviour.
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FIGURE 4D: Excusing behaviour

66 A senior officer made an extremely inappropriate comment and
gesture to me that made me feel incredibly uncomfortable ... After
thinking it through over the following days, | told a few people who all
responded, ‘That's just what he's like'.

—Survey respondent

66 I have observed less extreme behaviours being acknowledged but
not called out or addressed, for example male councillors calling female
staff “dear, sweetie, legs, good lookin™, touching their back guiding them
into rooms. [This is] excused because they are old men from that
generation, and they don't mean anything by it.

—Survey respondent

‘ ‘ When | told a work colleague this person had made these comments,
they said it was well known that this person talked to women like this and
had done so for many years! This doesn’t give you much hope when its
well-known and still nothing happens to these offenders.

—Survey respondent

Source; VAGO LG Survey 2020.

Reluctant complainants

As outlined in Section 4.1, a fear of negative consequences is a barrier for victims
making complaints. Councils can begin to address this barrier by advising victims that
they will support them through a formal complaint process.

In the complaints we reviewed, there was no evidence that audited councils
encouraged reluctant complainants to continue with their complaint. In one case, a
complainant said they were reluctant to proceed because they 'did not want to cause
any trouble’. Although council HR staff then met with the alleged harasser, there is no
evidence that they formally investigated the complaint,

None of the audited councils’ complaint handling procedures consider situations
where complainants are reluctant to participate in a formal process. This is partly due
to the broadness of their procedures. They apply to a range of inappropriate
behaviours, many of which do not have the same barrier to reporting. As part of
effective complaint handling, councils should advise all complainants that they have a
right to make a formal complaint and that the council will support them to do so.

Criminal matters

Some types of sexual harassment may also be criminal offences, such as stalking,
sexual assault and indecent exposure. The VEOHRC Guideline notes that a
complainant has the right to decide whether to report criminal behaviour to the
police and that employers should support them to do so.
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Complaint handling procedures for all audited councils note that councils should refer
potential criminal offences to Victoria Police. Moreland's procedure makes this
compulsory. For the other four, investigators have discretion over whether to report,
but their procedures offer no guidance on how to support victims who are reluctant
to pursue their complaint. This is another example where broad inappropriate
behaviour policies fail to reflect the different dynamics of sexual harassment.

43 Recording complaint information

Councils must keep accurate records of sexual harassment complaints for:

« extemnal reviewers or courts if a party challenges the cutcome of a complaint
« compliance with the Public Records Act 1973,

None of the sexual harassment complaints we reviewed at audited councils had
complete files. Examples of missing documentation included:

* written responses from respondents

= records of meetings with respondents, including one to caution an employee on
their behaviour

= summaries of investigation findings.

Documenting decisions not to investigate

None of the audited councils documented their rationale when they stopped
investigating a complaint. This is a critical gap, as it means future reviewers or courts
cannot determine if the council's decision not to investigate was appropriate.

These gaps in documentation also cast doubt over whether audited councils record
all the sexual harassment complaints they receive. In one instance, an audited council
briefly noted on an employee’s personal development plan that there had been two
complaints against the employee. The council later explained to us that the
complaints were from members of the public concerned about the employee’s
inappropriate behaviour towards women. The council did not record details of these
complaints or investigate them.

Systems for recording complaints

Four of the five audited councils have a centralised register for complaints.
Corangamite is developing one in response to this audit.

Recording high-level complaint information in a centralised register allows councils
to:

* track complaints over time

= identify emerging issues in different units within the council
= address underlying risk factors for sexual harassment

= ensure important information is available for future HR staff.

Even though they had complaint registers, HR departments at audited councils had
difficulty providing context for some complaints, because they had not worked at the
council when they occurred. Changes in HR staff can lead to a loss of knowledge
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about the context of past sexual harassment complaints. A more detailed centralised
register, along with complete documentation of all complaints, allows HR personnel
to understand the history of complaints at the council.

Categorising complaints

Complaint registers are most useful if they categorise complaints according to types
of behaviour or misconduct. Without this, it is difficult to use registers to identify
trends in workplace behaviour.

Except for Corangamite, the audited councils could not readily quantify the number
of sexual harassment complaints they had received over the last five years. For
example, Latrobe initially provided us with four complaints, only two of which were
for sexual harassment. We later identified a further two complaints of sexual
harassment on their register.

Frankston, Latrobe and Moreland categorise complaints in their register, but do not
use sexual harassment as a category. Instead, they file complaints of sexual
harassment under broader labels such as ‘conduct’ or ‘harassment’.

Although Corangamite did not have a centralised register, HR staff could identify the
number of complaints because their department was small and had not changed over
the period we examined.

Security of complaint documentation

Complaint documentation contains sensitive and confidential information about
employees. We found two instances where audited councils did not keep this
documentation secure:

= A previous HR employee at one council stored all complaint documentation on a
USB device only, against council record management policy. The employee then
took the device with them when they left the council. Although HR staff later
retrieved the device, they cannot be certain that the employee did not share or
duplicate the information.

= At another council, a 2019 internal audit found that filing cabinets full of employee
information were not secure because the HR department kept the keys in a cup in
their workspace. In response to the audit, the council provided keys for individual
HR employees.

In both instances, the councils identified and corrected issues in information security.
However, these examples highlight how individual actions can undermine policies and
controls around keeping information confidential.
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Submissions and comments

We have consulted with the Department of Jobs, Precincts and
Regions, Ararat, Corangamite, Frankston, Latrobe and Moreland,
and we considered their views when reaching our audit
conclusions. As required by the Audit Act 1994, we gave a draft
copy of this report, or relevant extracts, to those agencies and
asked for their submissions and comments.

Responsibility for the accuracy, fairness and balance of those
comments rests solely with the agency head.

Responses were received as follows:

Department of Jobs, Precincts and Regions.... 55
Ararat .o - PR 1
(OLaT = TaToF-T) 1 11 { OSSR wrsss s s sies B2
Frankston S S ...66
Latrobe S—— 1]
Moreland [
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Response provided by the Associate Secretary, Department of Jobs, Precincts
and Regions

Department of Jobs, Precincts and Regions
GPO Box 4509
Melboume,
Victoria 3001 Australia
Telephone: <61 3 9651 9099
DX 210074

Ref: BSEC-2-20-8117
File:

Mr Andrew Greaves
Auditor-General

Victorian Auditor-General’s Office
Level 31/35 Collins Street
MELBOURNE VIC 3000

andrew . greaves@audit.vic. gov.au

Dear Mr Greaves

Thank you for your letter of 6 November 2020 regarding the VAGO Proposed Report -
Sexual Harassment in Local Government,

I'am pleased to receive the proposed report and note the important findings contained
within it regarding sexual harassment in local government.

The Department of Jobs, Precincts and Regions appreciates the work your office has put
into conducting this audit. The department accepts recommendation 4 of the report
which proposes that Local Government Victoria coordinate discussions with relevant state
government authorities, local government peak bodies and councils about the
development of a regular data collection methodology to measure the sector-wide
prevalence and nature of sexual harassment. Our formal response to the
recommendation is enclosed.

We will commence discussions with relevant state and local government agencies by
March 2021 on the development of a response to recommendation 4. By June 2021,
discussions will occur with the advisory committee on gender equality matters to be
established by the Minister for Local Government. By December 2021, we will complete
development of the action plan which will be implemented by June 2023,
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If you require further information, please contact Colin Mornison, Acting Executive
Director, Local Government Victoria, of the Department of Jobs, Precincts and Regions by

telephone on 0413 276 911,
Yours sincerely

e 5 ™o e
= T~

5

",

Penelope McKay
Associate Secretary

Date: 17/11/2020

Enc: DJPR Response Action Plan and Timelines
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Response provided by the Chief Executive Officer, Ararat

Contact: Dr Tim Harrison

Mobile: 0428 660 729

Email: tharnson@ararat. vic. gov.au
Your Ref: 34335 21

Ararat Rural City

5% Vincent Street, Ararat
PO Bax 244

Ararm, Victoria

Australia 3377

[03) 5355 0200
council@ararat vic.gov.su
VBB VIC. QIOV.BU

20 Novembar 2020

Mr Andrew Greaves

Auditor- Genaral

Victorian Auditor-General's Offica
Leveal 31/35 Collins Streat
Melbourne Vie 3000

Dear Auditor-General,

Re: Audit Report on Sexual Harassment in Local Government

Thank you for your letter dated 6 November 2020 inviting submissions and comments in relation
to the recommendations contained in the Audit Report on Sexual Harassment in Local
Government.

Itis pleasing to note that Council officers have engaged proactively with your audit team lo ensure
that discussions were beneficial to both parties and that timeframes and milestones were met

Council appreciated the opportunity to be a part of this audit and has identifisd and implemanted
a number of policy updates and organisational changes. The actions idantified from the
recommendations through the audit process are outlined in the attached Action Plan.

Council is commilted to being a leader of change and recognises that by embedding a zero
tolerance lo sexual harassment within our organisalion, we can also influence change across
the community,

Council will continue to focus on ensuring that the actions identified in relation to the prevention
of sexual harassment both intermally and axternally are regularty reviewed and impleamented,

Thank you for the opportunity to respond to the report and Council welcomes your continued
feedback as we implement the actions from the recommendations.

If you have any further guestions, please contact myself or Jenny Woolcock on 5355 0261 or
email jwoolcock@ararat.vic.gov.au

Yours sincarely,

(-

Dr Tim Harrison
Chief Executive Officer

Our communities, Our opportunities
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Response provided by the Chief Executive Officer, Ararat—continued

Ararat Rural City Council action plan to address recommendations from Audit Report — Sexual
Harassment In Local Govemmant

1

VAGO recommendation
Use findings from the Victorian
| Auditor-General's 2020 Sexual
| Harassment in Local Government
survay to identify and act on risk
| factors for council employees and
| workplaces (see Section 2.3).

Action
Council is currently developing a
comprehensive Equality, Diversity and
Inclusion Policy

Further measures will be included in the 6-
monthly OHS Risk Assessment form to
address potantial risks ralating to gander,
race, disability and sexuality.

2

| Collect information about the

prevalence and nature of sexual

harassment al least once every two

years Dy

* conducting workplace surveys

* reviewing complaints information
(see Section 2.6).

Address the risk of sexual
harassment by members of the
pubiic by:

+ ensuring sexual harassmeant
policies, procedures and training
explicitly cover sexual harassment
from the public

+ ragularly communicating to
customears and staff thal the council
doas not tolerate any form of sexual
harassment from the public (see
Section 2.4).

| sexual harassment.

Completion date

February 2021

30 June 2021

To identify the prevalence of sexual
harassment in the workplace Council will
develop an employee survey that includes a
question regarding individual employee
expenences.

The data from the survey will be used to
track performance over time and identify
trends. It is proposad that this survey will be
carried out every two years.

Council have developed a Complaints
Register which clearly categorises and
captures the type and details of all
complaints, including sexual harassment for

ex-employees

A new Human Resource Management
System will capture these complaints for
current employees utilising the same
calegories.

5
"| Coundil adopted the Prevention of Sexual

Harassment Policy (Councillors), and a
Prevention of Sexual Harassment in the
Workplace Policy (employees) was also
approved which explicitly include client
behaviour towards Councillors, staff and the
public encountered in Council building and
facilities.

The Complaints Handling Policy was
reviewed to include third parties to Council
operations and reference 1o the Pravention
of Sexual Harassment Policy.

In addition to Council's annual online
compliance training, Council will arrange
specific training around the prevention of
sexual harassment every two years for
Councillors and employees

The Prevention of Sexual Harassment
Policy (Council) is available on Council's
website, It was also placed on Council's
‘Have your say’ section of the website for
public comment prior (o its endorsament.

|
| Council is arranged for posters to be
| displayed throughout all Council facilities

30 June 2021

19 October 2020

30 March 2021

115 September

2020
and
18 August 2020

27 August 2020

March 2021 and
March 2023

| 10 September

that promote a zero tolerance to any form of |
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Response provided by the Chief Executive Officer, Ararat—continued

behaviour by:

« promoting formal and informal
complaint channels

« allowing for anonymous complaints
(see Section 4,1)

Policy to incorporate informal, formal or
anonymous complaint reporting.

The Prevention of Sexual Harassmant in
tha Workplaca Policy informs staff of the
process to making an infarmal, formal or

| anonymous complaint.

4 Introduce a standalone sexual | A Prevention of Sexual Harassment inthe | 18 August 2020
harassment policy that: | Workplace Policy was developed that '

+ aligns with the Victorian Equal | applies to Council staff, clients and other |
Opportunity and Human Rights | third parties. This policy was endorsed by
Commission’s Guideline: the Consuitative Committee and the Safety |
Preventing and responding to Commiitee prior to being approved by the
workplace sexual harassment, Chief Executive Officer, !
Complying with the Equal |
Opportunity Act 2010 and the Further Council adopted a Prevention of 15 September
Victorian Public Sector Sexual Harassment Policy specifically for 2020
Commission's Sexual Harassment Council, the Councillors and its clients.

Model Policy

« includes clear links 1o relevant Beth policies were based on the Victonan
council policies and procedures Public Sector Commission's Sexual

+ govers the applicability of council Harassment Model Policy. These policies
policies o different roles and identify the relaled policies, procedures and
workplace settings. including legislation.
councillors, customer-facing staff
and members of the public All Administration and Council Policies are

* is searchable on council intranat available electronically. Councillors have
sites or cloud software, and accass to Council policies alectronically.
available in hard copy o all staff
(see Section 3.1). Hardcopies have been provided in 10 September

staffrooms at Councils two main offices for | 2020
those who do not have access to devices.
The location of the hardcopy policies have
been posted throughout Council buildings.

s Introduce mandatory training on In acadition to Council's annual online March 2021
sexual harassment, or improve compliance training, Council will arrange March 2023
axisting training, so that at a specific lraining in relation to the prevention
minimurm it: of sexual harassment and aclive bystander
* in addition to online modules, every two years for employees.

includes face-lo-face or Iive online
sassions for all staff and councillors | Also, Council has incorporated two
at least once every two years prevention of sexual harassment training

* covers safe stralegies for bystander | and separate active bystander training for
interventions Councillors in its Councillor training

» is tailored to the council's policies, schedule for the 2020-2024 Council term.
procaduras and workplace risk
factors (see Section 3.2) | New staff members must complete Within 6 weeks of

| mandatory induction training on employee
- commencement, which includes all policies. | commencing

6 Communicate a culture of respect in | The Councillor Code of Conduct details the | 24 February 2021
the council by ensuring leaders principles of behaviours which Councillors
model respecitful behaviour at all must adhere to. A review of the Councillor
times and communicate to all staff at | Code of Conduct is currently being
least annually that the council does | undertaken. As part of the review a
not tolerate sexual harassment (see | community engagement process will be
Section 3.3). undertaken.

Staff Code of Conduct delails respectful 30 June 2021
behaviour extensively and the need for
supervisors/managers to leac by example.
The Prevention of Sexual Harassment in 30 June 2021
the Workplace Policy will be incorporated
inta the annual review process lo ensure
regular communication of the policy.

7 Encourage reporting of inappropriate | Council reviewed its Staff Grievances

718 August 2020
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[8 [ improve record keeping of sexual | A complaint reporting register was created | 19 October 2020
[ | harassment complaints by | In excel which has the ability to sort entries
[ - keeping complete records of all | into the type of incident. All ex-employee
| interactions relating to a complaint data is contained within this register,
+ documenting decisions to not
investigate complaints or to slop | A new Human Resource Management | 30 March 2021
investigations, inciuding the | System will capture these complaints for |
rationale for the decision and the | current employees utilising the same [
| name and role of decision makers | categories.
| (ses Section 4.2). |
| A Workplace Investigations Guideline was | 20 October 2020
| developed and approved by the CEO for |
| the receipt and investigation of any reports |
of sexual harassment. These were [
| developed referencing the IBAC |
Investigations Guide.
9 Review complaint procedures to The Complaints Handling Policy was 27 August 2020
ensure they include: reviewed to include a requirement that the
= a requirement to inform the decision-maker will respond to the
complainant of the outcomea of the complainant and respondent with a clear
complaint decision.
* guidance on how invastigators can
support reluctant complainants (see | Council's Workplace Investigations 20 October 2020
Section 4.2). Guideline details how to support reluctant
complainants. This was developed
referencing the IBAC Investigations Guide.
10 | Ensure councillors receive training on | In addition to Council's annual online March 2021
sexual harassment at leasl twice per | lraining, Council has incorporated two and
council term (see Section 3.2). Prevention of Sexual Harassmenl training March 2023
sassions for Councillors. in its Councillor
training schedule for the 2020-2024 Council
term
11 | Ensure councillors are informed of Councillors have access to Council's 11 November
thair internal and external options for | Employee Assistance Program as well as 2020

sexual harassment support and
complaints, including:
« the Council's Employee Assistance

Program

+ Councillor Code of Conduct dispute
resolution processes

» axternal complaint bodies (see
Section 4.1).

staff members. Councillors have been
provided with the relevant information and
contact details for this program,

Councillors were forwarded a copy of the
current Councillor Code of Conduct, which
outlines the dispute resolution procedures
and complaints process.

The Councillor Code of Conduct is curmently
being reviewed and will include the
provisions prescribed in the Local
Government Act 2020.

The Council's Prevention of Saxual
Harassment Policy outlines external
support and complaint agencies. These
include the Equal Opportunity and Human
Rights Commission, VCAT and Victoria
Police.

& November 2020

15 September

24 February 2021 |
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Response provided by the Chief Executive Officer, Corangamite

-

CORANGAMITE
SHIRE

Mr Andrew Greaves

Auditor General

Victorian Auditor-General's Office
Leval 31/35 Collins Streat
Melbourne Vic 3000

Dear Mr Greaves

Re: Performance Audit Report - Sexual Harassment in Local Government

Thank you for your letter dated 6 November 2020, enclosing the proposed report on sexual
harassment in local government, and for the opportunity to provide submissions of comments

Corangamite Shire Council is very keen to strengthen its organisational culture to ensure
sexual harassment is not lolerated. The recommendations contained in the report are
accepted

Enclosed with this letter are Council's responses and proposed actions in relation to each of
the recommendations. We will present the Report and Council's Action Plan to Council's Audit
and Risk Committee at its December meeting. The Committee will monitor progress against
each of the recommendations

We would like to thank the Audit Team for their constructive and collaborative approach in
undertaking this audit

Yours sincerely

N

Andrew Mason
Chief Executive Officer

Civic Centre, 181 Manifold Street, Comperdown VIC 3260
Tel 03 5593 7100 Email shire@corangamite.vic.gov.ou
corangamite.vic.gov.au & f ¥ B
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VAGO recommendation Action Who conﬂdoT‘
Date
Use findings from the VAGO 2020 | Results of the survey will be | CEQ Ongoing
Sexual Harassment in Local used to inform future policy
Government survey 1o identify and | development, particularly in
act on risk factors for council making them more
employees and workplaces accessible and providing
greater clanty on how to
re
Collect information about the The bienrsal employee MHRR | December
prevalence and nature of sexual engagement survey will 2021
harassment at least once every include specific questions
two years by about staffs’ expenence of
s Conducting workplace sexual harassment and
surveys other inappropnate
*  Reviewing complants behaviours
information
Address the nsk of sexual The next policy review will MHRR November
harassment by members of the address these factors. Staft | MGE 2022
public by: will alsc be advised how
s Ensuring sexual they can report instances of
harassment policies, sexual harassment
procedures and traning Councils Customer Service
explicitly cover sexual Charter will also be
harassment from the reviewed 1o incerporate the
public recommencaton
» Regularly communicating
to customers and staff that
the council does not
tolerate any form of sexual
harassment from the
public
Introduce a standalone sexual During the next cyclical MHRR | November
harassment policy that. review of the Equal 2022

- aligns with the Victoran Equal
Opportunity and Human Rights
Commission’s Guideling
Freventing and respending to
workpiace sexual harassment.
Compiying with the Equal
Opportunity Act 2010 and the
Victorian Public Sector
Commission's Sexual Harassment
Mode! Policy

« includes clear links to relevant
council policies and procedures.

» covers the applicability of council
policies to different roles and
workplace settings, including
councillors, customer-facing staff
and members of the public

« is searchable on council ntranet
sites or cloud software, and 18
available in hard copy to all staff

Opportunity Policy, sexual
harassment will be included
in a dedicated policy aligned
with the Commission’s
Gudeline.

We will investigate, but
currently the intranet does
not have the capacity for
searchable docs and
Council has limited
resources for upgrades.
Policies are also available
on Council's EDMS which
does have the ability o
search on document
content
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ensure they nclude

= a requirement to inform the
complainant of the outcome of the
complaint

+ guidance on how investigators
can support reluctant complainants

recommendation in in et
review of the Procedure

VAGO recommendation Action Who conﬂdoT‘
Date

6 Introduce mandatory training on Council currently provides MHRR | July 2022
sexual harassment, or improve annual online training for
existing training, 50 that at a staff and councillors. We
minimum it will introduce iennial face-
= in addition to online modules, to-face training to
includes face-to-face or live online the current
sessions for all staff and onliné training. covenng the
councillors at least once every two | minimum requirements as
years recommended
« covers sale strategies for
bystander interventions
+ is tallored to the council's
policies, procedures and
workplace sk factors.

7 Communicate a culture of respect | Staff are regularly remined | CEO December
Inthe council by ensunng leaders | of ther obligations wilth 2020
meodel respectiul behaviour at all regard o respectiul
times and communicate 1o all stalf | behavior. This will be
at least annually that the council strengthened 10 Incorporate
does not tolerate sexual sexual harassment The
harassment Council and Employee

Codes of Conduct require
respectful behavior of all
individuals, iIncluding
leaders The Employee
Code of Conduct prohibits
seorual harassment Council
will include similar clauses
when reviewing the
Councilior Code of Conduct

8 Encourage reporting of Af s next review, the MHRR July 2022
inappropriate bahaviour by Complaints, Grievance and
+ promating formal and informal Dispute Procecure will
complaint channels provide for ancrymous
= allowing for ancrymous complaints.
complaints

The staff newsletter will CEC Ongoing
promote the Procedune and

also formal and informal

complaint channels

9 Improve record keeping of sexual | Council has commenced MHRR December
harassment complaints by’ the implementation of a 2020
« keeping complete records of all register for complaints and
Interactions relating to a complaint | also a process for recording
+ documenting decisions to not for capturing compiaints
investigate complaints or to stop from members of the public
Investigations, Including the
rationale for the decision and the
name and role of decision makers

10 Review complaint procedures o Council will incorporate the | MHRR | July 2022
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No. | VAGO recommendation Action Who convllionm
11 Ensure councillors receive training | Councillors currently CEQ June 2021
on séxual harassment at least complete online sexual
twice per council term harassment training
annually
12 | Ensure councillors are informed of | CEO to discuss as part of CEOQ February
their internal and external options review of Councilors Code 2021

for sexual harassment support and
complants, including

* the council's Employee
Assistance Program

« Councillor Code of Conduct
dispute resolution processes

= external complaint bodes

of Conduct The ophions will
be included in the Cooe as
well
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Response provided by the Chief Executive Officer, Frankston

N

Feankston City

-

Reference: A4345008
Enquiries: Phil Cantillon
Telephone: 9784 1800

20 November 2020

M Andrew Greaves

Auditor General

Victorian Auditor-Generals Office
Lewvel 31 /35 Collins 5t
MELBOURNE VIC 3000

Dear Mr Greaves

Frankston City Council

32 Davey Strest, Frankston, Wictoria, Australin
Telaphone: TIO0 322 3133 5 +813 9784 1888 » Facsimile: «813 9784 w004
PO Box 450, Frankston VIC 1999
Info@frankston.vic. gov. s
Website: Mrankstonvic. gov. au
ABN: 49 454 768 06

PERFORMANCE AUDIT REPORT - SEXUAL HARASSMENT IN LOCAL GOVERNMENT

I am writing in response to your letter of 6 November 2020 in which you provided the proposed
report on Sexual Harassment in Local Government, Frankston City Coundal takes sexual
harassment seriously and we welcome your findings and feedback on how we can improve our

approach to dealing with Sexual Harassment in our organisation.

| have discussed the results with my Manager People & Culture, and while we are surprised by
the results we are committed to implementing stronger actions to both prevent sexual
harassment and to deal with complaints in an appropriate manner. The lack of complaints and
the positive results from our most recent staff survey (June 2020) have led us to believe that

there were performing well in this area, however your data indicates otherwise.

In response to your survey, we are committed to taking the following actions:

Item

VAGO recommendation

Frankston City Council’s response

1.

Use findings from the Victorian Auditor-
General's 2020 Sexual Harassment in Local
Government survey to identify and act on risk
factors for council employees and workplaces.

Council is committed to reducing the
risk factors for sexual harassment in

the workplace

Collect information about the prevalence and
nature of sexual harassment at least once every
two years by:

* conducting workplace surveys;

* reviewing complaints information,

FCC conducts bi-annual staff culture
surveys, we will ask additional
questions  related to  sexual
harassment in our future surveys to
better understand the prevalence of
sexual harassment and any barriers
to reporting.

Seatord » Frank

ston » Langwarrin = Karingal = Skye » Frankston South » Frankston North » Carrum Downs = Langwarrin South » Sandhunt

I I I
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Response provided by the Chief Executive Officer, Frankston—continued

Seatord » Frankston » Langwarrin » Karingal » Skye » Frankston South » Frankston North s Carrum Dowrs » Langwarrin South » Sandhurst

Item | VAGO recommendation Frankston City Council's response
3. | Address the risk of sexual harassment by | We will update our policies,
members of the public by: procedures and training to cover
e ensuring sexual harassment policies, | processes for dealing with sexual
procedures and training explicitly cover | harassment by members of the
sexual harassment from the public; public. We will develop specific
) communications from the CEO to
+ regularly communicating to customers
express the organisations zero
and staff that the council does not | ;o0 o for sexual harassment, to
tolerate any form of sexual harassment | pe released by end of November
from the public. 2020,
4. | Introduce mandatory training on sexval | We are developing an on-line

harassment, of iMprove existing training, 5o
that at a minimum it:

* in addition to online modules, includes
face-to-face or live online sessions for
all staff and councillors at least once
every two years;

s covers safe strategies for bystander
interventions,;

* s tailored to the council's policies,
procedures and workplace risk factors.

training program for all staff and
Councillors to be released in
November that includes how to
make a complaint and actively
encourages complaints,

We will develop a face 1o face course
for managers and coordinators on
responding to Sexual Harassment
complaints from staff and clients.
This course will be run between
December 2020 and March 2021 and
will also form part of our regular
training calendar.  Both courses
include bystander interventions.

Introduce a standalone sexual harassment

policy that:
e aligns with the Victorian Equal
Opportunity and Human Rights

Commission’s Guideline: Preventing
and responding to workplace sexual
harassment, Complying with the Equal
Opportunity Act 2010 and the Victorian
Public Sector Commission's Sexual
Harassment Model Policy;

* includes clear links to other relevant
council policies and procedures;

« covers the applicability of council
policies to different roles and
workplace settings, including
councillors, customer-facing staff and
members of the public;

* is searchable on council intranet sites
or cloud software, and available in hard
copy to all staff,

We have developed a stand-alone
Sexual Harassment Policy based on
the Vic Gov model policy that
includes; how to make a complaint,
how the complaint will be handled,
and dealing with sexual harassment
from customers and members of the
public. This policy covers all
employees and Councillors. All
Frankston City council Policies and
procedures are available on our
intranet site.
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Response provided by the Chief Executive Officer, Frankston—continued

behaviour at all times and communicate to all
staff at least annually that the council does not
tolerate sexual harassment,

Item | VAGO recommendation Frankston City Council's response
6. | Communicate aculture of respect in the council | We will be continually reinforce our
by ensuring leaders model respectful | organisational wvalues - Kinder,

Smarter, Fairer - and ensure these
are role modelled by all Councillors
and senior staff,

7. Encourage reporting of Inappropriate
behawviour by:

promoting formal and informal
complaint channels;
allowing for anonymous complaints.

We will advertise on our intranet
methods of making a complaint and
we  have engaged an external
anonymous reporting service, Stop-
line, to enable anonymous reporting
of sexual harassment.

B. Improve record keeping of sexual harassment
complaints by:

keeping complete records of all
interactions on a complaint;
documenting  decisions to  not
investigate complaints or to stop
investigations, including the rationale
for the decision and the name and role
of decision makers.

We will design a centralised register
to capture complaints, actions taken
and resolution,

9. | Review complaint procedures 1o ensure they
include:

a requirement to inform complainant
of the outcome of the complaint,
guidance on how investigators can
support reluctant complainants,

Our complaint procedures have now
been updated and include a
requirement to  inform  the
complainant of the cutcome. We will
training our people managers on
how to respond to both forma and
informal complaints and to support
complainants.

10. | Ensure councillors receive training on sexual
harassment at least twice per coundil term.

We will be developing an on-line
training program for all staff and
Councillors to be released in
November 2020, this forms part of
their induction program. A Further
face to face session will be delivered
early in 2021, All training includes
how to make a complaint and
actively encourages complaints.

11. | Ensure councillors are informed of their
internal
harassment support and complaints, including:

and external options for sexual

the council's Employee Assistance
Program

Councillor Code of Conduct dispute
resolution processes

external complaint bodies

Councillors  will  be  provided
information through our newly
develop Councillor Portal that
includes the EAP, Councillor Code of
Conduct and our newly appointed
external reporting service through
Stop-line.

Seatord » Frankston » Langwarrin » Karingal » Skye » Frankston South » Frankston North s Carrum Dowrs » Langwarrin South » Sandhurst
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ded by the Chief Executive Officer, Frankston—continued

Frankston City Council is committed to improving our organisational culture and eliminating
sexual harassment is a key element of that improvement. We welcome VAGO periodic review
of our progress in implementing these recommendations. This program of work will be
presented to the incoming Council to seek their commitment to a positive outcome for all staff
and Councillors.

Yours faithfully

h—_

Phil Cantillon
CHIEF EXECUTIVE OFFICER

Leatord » Frankston » Langwarrin » Karingal » Skye s keston South = Frankston North s Carrum Downs 5 Langwarrin South »
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‘f Latrobe City ABN 92472 214 123 PO Box 264 Monwell 3840

. - Phane 1300 367 700 Email latrobe@latrobe wic gov.au
LatrobeCity TIY (NRS) 133 677 W latrobe. vic.gov.au

& NEW energy AUSDOC DX2 17733 Morwell

23 November 2020

Mr Andrew Greaves

Auditor
Victoria

General
Auditor General's Office

Level 31/35 Collins Street
MELBOURNE VIC 3000

Dear M

r Greaves,

PERFORMANCE AUDIT REPORT SEXUAL HARASSMENT IN LOCAL GOVERNMENT

I refer to your request dated 6 November 2020 regarding Latrobe City Council’s response to the
recommendations of the proposed audit report regarding the recent VAGO audit into Sexual Harassment in
Local Government.

With regard to the recommendations listed in the report, council formally advises of the following actions
that will be taken to address these recommendations. Qur response 1o each of these points is as follows:

1.

Use findings from the Victorian Auditor-General's 2020 Sexual Harassment in Local
Government survey to identify and act on risk factors for council employees and workplaces
(see Section 2.3).

Council will further analyse this data to better identify the areas of our workforce in which sexual
harassment is at risk of not being reported.

The findings of this work will better inform our actions to ensure that our policies, training and
reporting lines are relevant to all facets of our workforce.

Collect information about the prevalence and nature of sexual harassment at least once
every two years by:

+ conducting workplace surveys

+ reviewing complaints information (see Section 2.6).

Council will continue to ensure that this information is collacted as part of our annual engagemant
and alignment survey,

Maorwell 14 i Churchill Hub Traralgon
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Response provided by the Chief Executive Officer, Latrobe—continued

3. Address the risk of sexual harassment by members of the public by:
+ ensuring sexual harassment policies, procedures and training explicitly cover sexual
harassment from the public
+ regularly communicating to customers and staff that the council does not tolerate any
form of sexual harassment from the public (see Section 2.4).

Council will ensure that our patron code of conduct / guidelines reiterate the expectation of our
community to treat our employees and voluntears with respact and that sexual harassment from
the community will not be tolerated.

Our internal reporting policies will be updated to ensure that our workforce is aware they can
report this behaviour internally.

4. Recommendation 4,
Council has not provided a responsa to this point as it is a recommendation for Local Governmant
Victonia only.

5. Introduce a standalone sexual harassment policy that:

+ aligns with the Victorian Equal Opportunity and Human Rights Commission's
Guideline: Preventing and responding to workplace sexual harassment, Complying
with the Equal Opportunity Act 2010 and the Victorian Public Sector Commission’s
Sexual Harassment Model Policy

* includes clear links to relevant council policies and procedures

+ covers the applicability of council policies to different roles and workplace settings,
including councillors, customer-facing staff and members of the public

+ is searchable on council intranet sites or cloud software, and available in hard copy to
all staff (see Section 3.1).

Council commits to the implementation of a standalone sexual harassment policy in accordance
with the requirements listed above.

6. Introduce mandatory training on sexual harassment, or improve existing training, so thal at a
minimum it:
+ in addition to online modules, includes face-to-face or live online sessions for all staff
and councillors at least once every two years
- covers safe strategies for bystander interventions
+ is tailored to the council's policies, procedures and workplace risk factors (see
Section 3.2).

Council has already taken steps to ensure that our existing modules of training will be revised to
ensure we have standalone sexual harassment content in line with our updated policies and
procedures
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Response provided by the Chief Executive Officer, Latrobe—continued

10.

"

This content will form part of our mandatory training suite and will be re-taken by staff on a two
yearly basis.

Communicate a culture of respect in the council by ensuring leaders model respectful
behaviour at all imes and communicate to all staff at least annually that the council does not
tolerate sexual harassment (see Section 3.3).

Council currantly ansures that leaders actively demonstrate Council’s values and adt in line with the
code of conduct. In addition to this, we will embed the above requirement into our annual code of
conduct related content, to ansure that leaders are reiterating this message across our workforce.

Encourage reporting of inappropriate behaviour by:
+ promoting formal and informal complaint channels
+ allowing for anonymous complaints (see Section 4.1).

As praviously noted, a review of our policy and procedure will ensure we have formal, informal and
anonymious reporting avenues to assist our entire workforce to be able to report sexual harassment
in the workplace.

Improve record keeping of sexual harassment complaints by:
+ keeping complete records of all interactions relating to a complaint
+ documenting decisions to not investigate complaints or to stop invesligatlions,
including the rationale for the decision and the name and role of decision makers (see
Section 4.2).

We currently maintain confidential records on complaints of this nature and will ensure that this
continuas in line with the findings of the audit and our updated policies in this space.

Review complaint procedures to ensure they include:
* arequirement to inform the complainant of the outcome of the complaint
+ guidance on how investigators can support reluctant complainants (see Section 4.2).

This information is part of our overall Grievance Management Procedure and will be incorporated
into the standalone sexual harassment procedure that will be developed in accordance with
previous comments above.

. Ensure councillors receive training on sexual harassment at least twice per council term (see

Section 3.2)
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12.

As part of the implementation of the sexual harassment slandalone mandatory training for
employees identified previously Council will ensure that this content is part of the Councillor
mandatory training suite also
Ensure councillors are informed of their internal and external options for sexual harassment
support and complaints, including:

+ the council's Employee Assistance Program

+ Councillor Code of Conduct dispute resolution processes

+ external complaint bodies (see Section 4.1),

Council will ensure that Councillors are aware of our policies and procedures regarding sexual
harassment and the supports and options available to them if they expenence sexual harassment.
This will be reflected in our updated procadure regarding the management of sexual harassment.

If you require further information, please contact Sam Amaira, Acting Manager People and Culture on 0419
359 233 or email Sam Amaira@latrobe vic gov.au

Yours sincerely

N

CFM

STEVEN PIASENTE
Chief Executive Officer
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Response provided by the Chief Executive Officer, Moreland

Moreland Civic Centre
90 Bell Strewt

Coburg Victeria 3058
T: (03) 9240 1111

Postal Address Moreland
Locked Bag 10
Moreland Victoria 3058

www.morelandvic.gov.au

Mr Andrew Greaves

Auditor General

Victorian Auditor General's Office
Level 31, 35 Collins Streat
Melbourne VIC 3000

Doc No D20v491141

Dear Mr Greaves,

RE: Proposed Performance Audit Report Sexual Harassment in Local Government

Thank you for your letter dated 6 November 2020 providing the proposed report on Sexual Harassment
in Local Government in accordance with the Audit Act 1994 and inviting submissions and comments
for inclusion in the final report.

Moreland City Council is committed to providing a positive and safe workplace that is free of sexual
harassment which is reflected in our values, training and processes to deal with such matters and
welcomes all the recommendations contained in the report. Your report has idenlified some actions
that will further enhance our culture and protect our staff and Councillors from sexual harassment

In response to the report's recommendations, an action plan has been developed. This includes
ensuring all staff and councillors are appropriately trained on their responsibilities to prevent, respond

to and report sexual harassment Specifically, Moreland City Councl will improve sustained
engagement and embedded organisational approaches including.

+ Increasing the accessibility and communication of our policies.

+« Refining the way in which we handle, document and categerise complaints of sexual
harassment;

« Ensunng Councillors receive appropnate training in sexual harassment.
« Ensuring relevant managers are trained to handle sexual harassment complaints;
+ Incorporating our existing bystander training into the compulsory training program;

+ Updating policies as recommended in the repon.
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Response provided by the Chief Executive Officer, Moreland—continued

We would like to acknowledge the constructive engagement between the VAGO audit team and staff
at Moreland City Coundil

Again, thank you for the oppeortunity to respond to the draft report and we thank the VAGO office for
its audit and valuable contribution 1o this important issue for the sector

Your sincerely,

('z."(;«ulf.’w L

Cathy Henderson
Chief Executive Officer
2311/ 2020

Cc: Mayor Annalivia Carli Hannan
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