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	Organisation name (required)
	Victorian Legal Services Board + Commissioner

	Total number of employees (and full-time equivalent FTE), as at 30 June 2025
	Total employees: 245	Comment by Simon Dally: Adjusted as per Annual Report.
Total FTE: 235.9

	Response rate to employee experience survey
	Response rate to People Matter Survey was 82%.

	Contextual information
	N/A

	Location (metropolitan, regional or rural. If other, please specify)
	Metropolitan



Attestation by head of organisation (required)
I confirm that:
☒ I am the head of organisation (CEO or equivalent).
☒ I have reviewed and approved the submission of this progress report on behalf of my organisation (as named above). I attest to providing truthful and accurate information.
☒ I attest that my organisation has completed all relevant gender impact assessments under the Gender Equality Act 2020, or I have explained why not in the comment box below.
	Any comments?
	

	Name
	Fiona McLeay

	Role title
	Board CEO & Commissioner

	Signed
	
[image: ]


	Date
	30/04/26
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Step 1: Reporting on gender impact assessments (GIAs)
Section 1.1 Confirming GIA exemptions (required)
If you have not listed any GIAs, please choose one or more permitted reason:
☐ Reporting on the GIA(s) would make the progress report an exempt document. This is within the meaning of the Freedom of Information Act 1982.
☐ Reporting on the GIA(s) would result in a disclosure prohibited by a different Act.
☐ Reporting on the GIA(s) would reveal confidential information.
☒ Your organisation had no policies, programs or services requiring a GIA. This is under the parameters of the Gender Equality Act 2020.
☐ None of these apply (go to 1.2).
 
	
We have no policies, programs or services requiring a GIA. 






Section 1.2 Describing policies, programs and services subject to a GIA (required and recommended)

	Ref #
	A: Title 
(required)
	B: Subject 
(required)
	C: Description of the policy, program or service 
(required)
	D: Status
(required)
	E: Description of gendered impacts
(recommended)

	1. 
	
	Choose an item.	
	Choose an item.	

	2. 
	
	Choose an item.
	
	Choose an item.
	

	3. 
	
	Choose an item.	
	Choose an item.	

	4. 
	
	Choose an item.
	
	Choose an item.
	

	5. 
	
	Choose an item.	
	Choose an item.	

	6. 
	
	Choose an item.	
	Choose an item.	

	7. 
	
	Choose an item.	
	Choose an item.
	

	8. 
	
	Choose an item.	
	Choose an item.	

	9. 
	
	Choose an item.	
	Choose an item.
	

	10. 
	
	Choose an item.	
	Choose an item.	



Section 1.3 Describing actions taken as a result of a GIA (required and recommended)

	Ref #
	F: Were actions taken as a result of the GIA?
(required)
	G: Describe the actions taken as a result of the GIA in order to:
· Meet the needs of people of different genders; and/or
· Promote gender equality; and/or
· Address gender inequality.

If you did not take action, write N/A here and explain why in (H).
(required)
	H: If you did not take action, explain why.

If you did take action, describe it in (G) and write N/A here.
(required)
	I: Describe:
How and why intersectionality was considered (or not) (required)
	J: Describe any actions taken specifically designed to address intersectional inequalities (compounded gender inequalities)?
(recommended)

	1. 
	Choose an item.
	
	
	
	

	2. 
	Choose an item.
	
	
	
	

	3. 
	Choose an item.
	
	
	
	

	4. 
	Choose an item.
	
	
	
	

	5. 
	Choose an item.
	
	
	
	

	6. 
	Choose an item.
	
	
	
	

	7. 
	Choose an item.
	
	
	
	

	8. 
	Choose an item.
	
	
	
	

	9. 
	Choose an item.
	
	
	
	

	10. 
	Choose an item.
	
	
	
	




Step 2: Reporting on progress against the indicators
Section 2.1 Describing progress against the workplace gender equality indicators (required and recommended)

	K: Indicator*
	L: Progress data
(required)


	M: Additional progress data
(recommended)
	N: Has progress been made?
(required)
	O: Explain how the data does (or does not) demonstrate progress.
(required)

	1
	Critical performance measures
Gender composition of the duty holder organisation:
2023: 65.4% women and 34.6% men
2025: 70.1% women and 29.9% men

Gender composition of part time workers in the duty holder organisation:
2023: 19% women and 3.8% men
2025: 17.5% women and 4.1% men

Gender composition of senior leaders in the duty holder organisation:
2023: 42.9% women and 57.1% men
2025: 61.1% women and 38.9% men
	
	Yes	Between 2023 and 2025, the proportion of women in the organisation increased from 65.4% to 70.1%, whilst the proportion of men decreased from 34.6% to 29.9%. People of self-described gender stayed the same at 0.0%.

Between 2023 and 2025, the proportion of women in the organisation working part time decreased from 19.0% to 17.5%, whilst for men the proportion working part time increased from 3.8% to 4.1%. For people of self-described gender, it stayed the same at 0.0%.

Between 2023 and 2025, the proportion of women in senior leadership positions in the organisation increased from 42.9% to 61.1%, the proportion of men in senior leadership positions decreased from 57.1% to 38.9%, and for people of self-described gender it stayed the same at 0.0%.

From 2023 to 2025, the proportion of women in the workforce has increased by 4.7%, showing continued strong representation of women in our workforce. Part-time work arrangements continue to be strongly gendered towards women, however the proportion of women working part time has decreased by 1.5% and men working part time has slightly increased, showing a trend in the right direction to a more balanced uptake of part time work arrangements albeit with significant room for progress.

Most notably, senior leadership representation changed substantially in favour of women by 18.2%, this indicates meaningful progress in women’s representation at senior levels which is becoming more reflective of the underlying overall workforce.


	2
	Critical performance measures
Gender composition of the duty holder organisation’s governing body:
2023: 60% women and 40% men	Comment by Gemma Price: Check, 2023 progress report says 83% female
2025: 75% women and 25% men

	
	Yes	Between 2023 and 2025, the proportion of women on our board increased from 60% to 75%, with men accounting for the remaining 25%.

The 15% increase of women’s representation on the board indicates a positive movement toward improved gender balance and stronger representation of women at the highest decision‑making level, in line with the underlying gender composition of the overall workforce.
 

	3
	Critical performance measures
Mean total remuneration gender pay gap by occupation group:
2023: 9.9%
Managers – 14.8%
Professionals – 6.5%
Technicians and trades workers - -27.9%
Clerical and Administrative workers – 0.7%
2025: 11.5%
Managers – 8.7%
Professionals – 7.1%
Technicians and trades workers – -25.6%
Clerical and administrative workers – 7.8%

Mean total remuneration senior leader gender pay gap:
2023: -20.2%
2025: 11.2%

Supplementary measures
Mean base salary pay gap:
2023: 11.3%
2025: 11.4%

Median total remuneration pay gap:
2023: 4.9%
2025: 10%

Median base salary pay gap:
2023: 9.5%
2025: 10%
	
	No	Between 2023 and 2025, the gender pay gap (average total earnings) between women and men increased from 9.9% to 11.5% (for people of self-described gender, data was unavailable in 2023 and 2025). The mean base salary pay gap had a smaller 0.1% increase in favour of men, going from 11.3% to 11.4%. 

Between 2023 and 2025, the gender pay gap (average total earnings) for senior leaders increased significantly from -20.2% to 11.2%. 

The data shows progress in some occupation groups such as a reduction of the pay gap for Managers, but this is not consistent across the other employment types. The overall gender pay gap has increased slightly; this may have been influenced by the creation of a large digital project within the organisation that has required recruitment of IT professionals, a sector that tends to be more male dominated. 

Our remuneration strategies are limited by the VPS Enterprise Agreement which may inadvertently perpetuate existing gender pay inequity when recruiting woman into the organisation. The higher rates of recruitment and promotion for women may also contribute to their remuneration sitting lower in the band as they take up new positions paying at the base of the salary range, as per the VPS Agreement.

The bigger increase in the pay gap is at clerical and administrative level which we note consists of a small population of men compared to woman and therefore individual outliers could skew results. 


	4
	Critical performance measures
Anonymous experience rate of sexual harassment:
2023: 0
2025: 0

Number of formal reports of sexual harassment:
2023: 0
2025: 0

Supplementary measures
Participants who said they reported sexual harassment:
2023: 0
2025: 0

Reasons for not making a formal sexual harassment complaint:
2023: N/A
2025: N/A

Satisfaction with handling of workplace sexual harassment complaint:
2023: N/A
2025: N/A

Satisfaction with handling of formal workplace sexual harassment complaint:
2023: N/A
2025: N/A

	
	Yes	All sexual harassment indicators remained at zero between 2023 and 2025. 

	5
	Critical performance measures
Gender composition of recruited employees:
2023: 62% women and 38% men
2025: 68.4% women and 31.6% men

Gender composition of employees who were promoted:
2023: 61.9% women and 38.1% men
2025: 63.6% women and 36.4% men

Perceptions of recruitment, by gender:
2023: 82.1% women and 85.3% men	Comment by Charlotte Prestini: @Gemma Price  Note change here	Comment by Charlotte Prestini: We might need to review decision on progress. 	Comment by Gemma Price: @Charlotte Prestini not sure what you mean here?	Comment by Charlotte Prestini: @Gemma Price  We ticked YES at question “Has progress been made” - are we still ok with that?	Comment by Gemma Price: I think we can leave as yes as we have made progress in the stats, but not the perception
2025: 65.1% women and 77.8% men

Perceptions of promotion, by gender:
2023: 61.2% women and 61.8% men
2025: 40.5% women and 60.3% men

	
	Yes	The data shows that there has been progress in the recruitment and promotion of women with both measures increasing since 2023.

This progress is not reflected in perceptions of promotion and recruitment outcomes, with a decline for both men and women, but with a more significant decrease for woman, which means employees are seeing promotion and recruitment processes as less fair, accessible and transparent. 

As an action following our 2025 PMS results, we have recently sent a survey to staff to understand why this measure has declined. We’ll be further assessing these results through our 2026 People Matter Survey.	Comment by Simon Dally: Add to DEI plan as an action?

	6
	Critical performance measures
Average weeks of parental leave, by gender:
2023: data unavailable
2025: 24.8 weeks for women and 3.3 weeks for men

Uptake of flexible work, by gender:
2023: 31.6% women and 13.3% men
2025: 39.7% women and 16% men

Perceptions of flexible work culture, by gender:
2023: 86.6% women and 94.1% men
2025: 77% women and 87.3% men

Supplementary measures
Gender composition of parental leave takers:
2023: data unavailable
2025: 50% women and 50% men

Gender gap in carer’s leave:
2023: data unavailable
2025: data unavailable

	
	No	The data shows mixed progress for indicator 6. 

We have no comparison data for the gender composition of parental leave takers or the average weeks of parental leave taken but note that in 2025 there is an equal gender split of takers, and woman take longer periods of parental leave. It is positive that men are also taking parental leave and reflective of overall cultural gender norms that woman take more time off than men. 

Uptake of flexible work has increased for both men and women. Data on compressed hours work arrangements shows 41 staff accessed this type of flexibility, including 37 women and 4 men, showing that flexibility is supported across the workforce and is an important part of the culture in the organisation. 

Conversely, perceptions of flexible work culture have decreased for both men and women, which might indicate cultural and structural barriers which requires further exploration. We’ll be further assessing these results through our 2026 People Matter Survey..	Comment by Simon Dally: Add to DEI plan as an action?	Comment by Charlotte Prestini: I have added measures including assessment of PMS results in the action plan which translate that. 	Comment by Simon Dally: Add to DEI plan as an action?


	7
	Critical performance measures
Occupational gender segregation:
2023: All occupations 65.4% women and 34.6% men
Managers – 63.6% women and 36.4% men
Professionals – 52.6% women and 47.4% men
Technicians and trades workers – 25% women and 75% men
Clerical and administrative workers – 74.4% women and 25.6% men

2025: All occupations 70.1% women and 29.9% men
Managers – 63.5% women and 36.5% men 
Professionals – 60% women and 40% men 
Technicians and trades workers – 25% women and 75% men 
Clerical and administrative workers – 82.4% women and 17.6% men 

	
	No	The data shows mixed progress. 

Managers stayed steady between both reporting periods and are skewed towards women which is representative of the organisations underlying gender composition. Women are overrepresented in clerical and administrative worker positions and technicians and trades positions are overrepresented by men, this has not changed since the last reporting period, however this category consists of a small cohort of 4 employees. 

This indicates occupational gendered segregation reflective of the wider society.



*Indicators (column K)
1. Gender composition of all levels of the workforce 
2. Gender composition of the governing body
3. Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender
4. Sexual harassment in the workplace
5. Recruitment and promotion practices in the workplace
6. Availability and utilisation of terms, conditions and practices relating to: family violence leave, flexible working arrangements, and working arrangements supporting employees with family or caring responsibilities
7. Gendered segregation within the workplace


Section 2.2 Describing factors limiting and contributing to progress (required)

	P: Indicator
	Q: Did any of the factors listed below limit or contribute to your progress?*
(required)
	R: Explain how any factor(s) limited or contributed to your progress. If ‘none’ is selected, write N/A and move to (S)
(required)
	S: List the strategies implemented that contributed to or aligned with the indicator.
(required)

	1
	☐None
☒ a 
☒ b 
☐c 
☐d 
☒e 
☐f
☒g
	The organisation has continued growing during the reporting period allowing more recruitment and opportunities to make progress towards better gender composition. 
	· Collect data and employee experience evidence for the part-time employment cohort.
· Establish baseline for gender composition at all levels and conduct annual reporting. Reporting communicated to all staff.

	2
	☒None
☐ a 
☐ b 
☐c 
☐d 
☐e 
☐f
☐g
	N/A
	· Compare gender composition with sector and establish baseline ratios.
· Board recruitment and appointment policy includes Gender Equality principles.

	3
	☐None
☐ a 
☒ b 
☐c 
☒d 
☒e 
☐f
☒g
	During the reporting period, the organisation has gone through a significant growth but has also started a significant IT based project that has attracted IT specialists that were mainly male. Many of those new employees came from non-Government organisations and we needed to match existing remuneration to attract the right skills for the project. 
	· Undertake role and remuneration review of Director level roles to understand if gender is a driver of the pay gap at this level.
· Further unpack and report on reasons for current variances in pay at the different levels and employment status of the organisation and take action as needed.

	4
	☐None
☐ a 
☐ b 
☒c 
☐d 
☐e 
☐f
☒g
	Sexual harassment is not tolerated in our organisation. We have a formal complaint resolution process and have put in place different avenues of reporting any workplace incidents. 
	· Workplace contact officer program reviewed and renewed.
· Review all related policies and reporting processes in accordance with OHS Act
· Annual sexual harassment awareness training.
· Explore reasons behind lower than average result to ‘feeling safe to challenge inappropriate behaviour at work’. Address below average result e.g. education, training, policy review/development, leadership.

	5
	☐None
☐ a 
☐ b 
☐c 
☒d 
☒e 
☐f
☒g
	There is considerable effort put into recruitment processes and learning and development in the organisation for all employees. 

Shifts in the organisation and operational priorities created a large number of internal secondments for staff which may have influenced perceptions of promotions internally. 
	· Review current recruitment functions to increase gender diverse applicants.
· Access VPS diversity employment programs.
· Review or develop employee development and succession planning policy. Promote to staff

	6
	☐None
☒ a 
☐ b 
☐c 
☐d 
☐e 
☐f
☐g
	There was no data available on parental leave in 2023. 
	· Introduce formal remote working arrangements for staff returning to the office under the hybrid work model, including for senior leaders (CEO or Director levels).
· Review access to, and availability of, flexible working arrangements outside remote working arrangements.
· Review all recruitment communications to ensure flexible working message is clear.
· Review leave policies and processes. Communicate availability of leave, particularly Family Violence leave, and that parental leave can be taken by employees identifying as men.

	7
	☐None
☐ a 
☐ b 
☐c 
☒d 
☒e 
☐f
☐g
	More exploration is needed on the drivers for certain occupations favouring a specific gender, our capacity to do this was hindered by organisational growth and competing priorities during the last reporting period.
	N/A



*Factors (column Q):
a. the size of the organisation, including the number of employees
b. the nature and circumstances of the organisation, including any barriers to making progress
c. requirements that apply to the organisation under any other Act, including an Act of the Commonwealth
d. the organisation’s resources
e. the organisation’s operational priorities and competing operational obligations
f. the practicability and cost to the organisation of making progress; and
g. genuine attempts made by the organisation to make progress.
Step 3: Reporting on GEAP strategies
Section 3.1 Explaining incomplete strategies (if any) (required)

	
Only one action was not pursued in VLSB+C Gender Equality Action plan which was:

· Review intersectionality data once available regarding segregation of employees who identify as women.

This decision was made by the Executive Leadership Team in November 2022 based on the limitations with the people management / payroll software we were utilising until early in 2026. With the transition to SuccessFactors, this will be revisited in our new GEAP.




Section 3.2 Describing achievements, challenges and learnings (recommended)

	





Section 3.3 Providing other updates on implementation (recommended)

	





Section 3.4 Describing resourcing allocation (required)

	
In the last action plan period, the majority of the GEAP was delivered by the People & Culture team. In 2025, a Diversity, Equity and Inclusion (DEI) Committee was created with representation from each business unit of our organisation and chaired by a member of the Executive Leadership Team. 	Comment by Gemma Price: Did we have any working group etc before the DIB as this is asking about resourcing for the previous plan?	Comment by Charlotte Prestini: @Gemma Price my understand is that we had a GEAP Group when the previous action plan was created but that was before my time and I don’t think they had met very often. 

The DEI Committee will be responsible for making sure that each action is considered, actioned and completed in our new GEAP.




Any other additions or comments (optional)
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