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[bookmark: _Assessing_progress_across][bookmark: _Toc239765122][bookmark: _Hlk52366192]Assessing progress across the six domains 

This document provides examples of the goals and actions that can be taken across the six domains of the Respect and Equality model to promote gender equality and prevention of gender-based violence. It can be used to help you assess current efforts within your institution as well as to identify future opportunities to progress this work. Goals under each domain have been mapped to relevant standards of the National Higher Education Code to Prevent and Respond to Gender-based Violence 2025 to support mandated institutions in developing their Prevention and Response Actions Plans. 



The domains are the six key areas of a whole-of-institute approach for preventing gender-based violence:
Workplace
Students
Teaching and learning
Business operations and communications
Industry and community
Research

The goals and actions listed here are suggestions based on best practice evidence and have been provided to support your scoring process. However, you may identify additional opportunities not included here. It might seem overwhelming as you work through each of the goals and examples, but it is important to remember that this is not a checklist and you should not feel you need to complete every single goal and action as part of your Respect and Equality action plan. 
Following each domain, you will find an Individual scorecard to complete, based on your assessment of how your institute is doing in this domain. This is intended to support your participation in the group discussion and provide the facilitator with additional information that may not be covered during the group discussion. At the end of the session, you will hand the Individual scorecard to the facilitator to assist in collating information from the session.



[bookmark: _Toc239765123]Domain 1: Workplace
[bookmark: _Hlk25912878]Our workplace prioritises gender equality and all staff are supported to be safe, respected and have equal opportunities at work.
Table 1: Example of goals under the Workplace domain
	National Code alignment
	Goals
	Examples of actions

	1.4(g), 3.5, 3.6
	Our leadership team demonstrates proactive commitment to gender equality and preventing gender-based violence. 
	We have a leadership statement about our commitment to preventing gender-based violence and it references gender inequality as a key driver.
Leaders appear to be well informed about gender-based violence and its drivers as well as their legal obligations in relation to gender equality.
Board members and staff leaders challenge gender stereotypes and discrimination and consistently model respectful and equal relationships with all staff and stakeholders.
Board members and staff leaders use their public profiles to externally promote their commitment to gender equality and preventing gender-based violence.
The responsibilities of leaders to model respectful and equal relationships is reflected as KPIs in their work plans, performance plans and position descriptions.
Board members and staff leaders use their leadership roles internally to reinforce and resource the institution’s commitment to preventing gender-based violence.
Leaders of all genders model the use of flexible work options.
All staff are actively supported to balance work, education and care responsibilities. 
When responding to internal and external incidents, issues or complaints, leaders reinforce perpetrator accountability, do not condone, minimise or justify violence in any way and confirm the workplace’s commitment to preventing gender-based violence and promoting gender equality.

	1.4(g), 2.1, 2.3, 2.4
	Our strategies, policies and procedures include proactive measures to address gender inequality and gender-based violence.
	Our strategic plans, objectives, values are embedded as defined goals towards promoting gender equality in our workplace, acknowledging that gender equality benefits everyone, regardless of gender identity, race, age, disability, class or sexuality.
Policies and procedures are in place and promoted to ensure all staff know their rights, entitlements and obligations, and how to access support. 
Policies and procedures are in place regarding the prohibited use of TAFE and university resources, including electronic resources, to commit gender-based violence, bullying and sexual harassment.
All policies and procedures are regularly reviewed with a gender lens to identify gaps and opportunities to address gender inequality and gender-based violence, including where inequality is experienced differently by women, men and gender diverse people from different population groups.
The staff code of conduct includes gender equality and makes clear that sexist or discriminatory language, comments, gestures and images are unlawful and unacceptable. 
Induction and orientation processes include our organisation’s position on gender equality and gender-based violence, and refers staff to policies related to gender equality, respect and complaints mechanisms.
A monitoring mechanism is in place to ensure that staff complaints or concerns are taken seriously and responded to in a timely and appropriate manner.

	1.4(g)
	We have structural support for women’s leadership, including the provision of leadership and promotional opportunities for part-time staff.
	We have a women-in-leadership program which supports women applying for promotion and provides opportunities to network and develop leadership skills. 
A gender equality perspective is embedded across recruitment, remuneration and promotion processes to ensure women and gender-diverse people are not disadvantaged.
Policies and procedures are deliberatively reviewed to check for barriers to women and gender-diverse people’s employment, promotion and professional development, such as leadership roles only going to full time-employees.
Strategies are developed to remove inequitable barriers to women and gender-diverse people’s promotion (e.g., career interruption impediments, underemployment and casualisation of the workforce).
Our policies, programs and strategies consider which women and gender-diverse people are more likely to be represented in leadership roles and which women are not and have measures to address intersecting forms of discrimination such as racial or disability bias.

	1.4(g), 2.1, 2.3, 2.4
	We have dedicated resources and budget to actively promote and monitor actions to prevent violence and address gender inequality, and to support those who disclose violence within our educational institution.
	There is budget and staff time allocated to gender equality and gender-based violence prevention.
A working group has been established to progress gender-based violence prevention actions and initiatives.
Accountability measures are in place for key gender equality progress indicators (both mandated and voluntary) that monitor, report on and drive ongoing action. 
Actions to promote gender equality and the prevention of gender-based violence are included in workplans and performance appraisals for senior staff and leaders (e.g., process to avoid bias, active support for flexible work options, etc.).
Data is collected annually to track the progress of gender equality in our workplace, including whether progress is experienced equally by women, men and gender diverse people from different population groups.
We participate in prevention of gender-based violence activities such as Respect Week, 16 Days of Activism against Gender-based Violence.
Criteria for gender equality and prevention of gender-based violence are built into procurement, tendering or competitive bidding processes.

	1.4(g), 3.1, 3.2, 3.3
	Staff across our institute are supported to promote gender equality and challenge sexism, including receiving ongoing training and education in preventing, responding to, and reporting gender-based violence.
	We have the partnerships, systems and appropriately trained staff to respond promptly and appropriately to complaints and claims of violence, bullying or sexual harassment.
Sexism is challenged in the workplace and learning environment, and staff who raise concerns are not ignored or penalised, regardless of their employment status.
There is mandated training on gender equality and understanding the drivers of and actions to prevent gender-based violence for all staff.
Professional and teaching staff consistently model the organisation’s commitment to gender equality in their interactions with other staff and with students.
Staff codes of conduct clearly prohibit all forms of gender-based violence in the workplace and all other areas of campus life, reinforcing a culture of safety and respect
Monitoring processes are in place, such as regular surveys and feedback mechanisms to track staff and student culture relating to gender equality, violence and discrimination.




[bookmark: _Toc239765124]Domain 2: Students
All students feel safe and confident to express themselves and participate equally within our community, and can raise concerns about gender inequality, violence and discrimination without adverse consequences.
Table 2: Example of goals under the Students domain
	National Code alignment
	Goals
	Examples of actions

	1.4(g), 3.5, 3.6
	Our engagement with students reflects our commitment to promoting gender equality and the gender-based violence. 
	Our communication with students consistently and deliberately promotes gender equality.
We regularly review our student engagement practices, including the language and imagery used, to ensure they do not reinforce harmful gender and other stereotypes.
We value student expertise and engage them in the co-design of prevention activities such as:
· Engaging students in planning and working groups for gender equality and gender-based violence prevention activities such as Respect Week, 16 Days of Activism against Gender Based Violence and International Women’s Day. 
· Seeking student input when reviewing student-facing policies and procedures.

	1.4(g), 2.1, 2.3, 2.4
	Our policies and procedures for students are fair and inclusive and include proactive measures to address gender inequality and gender-based violence.
	We have the partnerships, systems and appropriately trained staff to respond promptly and appropriately to complaints and claims of violence, bullying or sexual harassment.
Policies and procedures are in place and promoted to ensure all students know their rights, entitlements and obligations, and how to access support.
Partnerships with specialist gender-based violence support services are established and maintained for student referrals.
Our staff receive training and are confident in how to identify and respond to incidents, suspicions or disclosures that a student has been exposed to violence.
A monitoring mechanism is in place to ensure that student complaints or concerns are taken seriously and responded to in a timely and appropriate manner.
Academic supports are in place for students whose studies are interrupted or impacted due to experiencing violence (i.e., reasonable adjustments, special consideration). 
Policies and procedures are in place that prohibit student use of TAFE and university resources to commit gender-based violence, bullying and sexual harassment, including electronic resources.
The student code of conduct includes materials relating to gender equality and makes clear that sexist and discriminatory language, comments, gestures and images are unlawful and unacceptable. 
Student induction and orientation processes include our institute’s position on gender equality and gender-based violence and refer students to policies related to gender equality, respect and complaints mechanisms.
Students of all genders are actively supported to balance study, work and care responsibilities. 
All policies and procedures are regularly reviewed to identify gaps and opportunities to address gender inequality and gender-based violence, including where inequality is experienced differently by students from different population groups.

	1.4(g), 3.5, 3.6
	Our programs and services delivered to students aim to address inequality and prevent gender-based violence.
	We have proactive strategies to reduce inequality in education based on gender and other forms of inequality, including participation, enrolment and gender-segregation by industry and courses.
We review student leadership opportunities for bias and barriers to specific groups of women, men and gender diverse people.
We review student enrolment processes to identify barriers to accessing and participating in training at our institute. 
Our extracurricular opportunities for students promote respectful relationships between women, men and gender diverse people.
We work collaboratively across student-focused services and programs to share knowledge of specific student groups to ensure all students are treated inclusively, with fairness and respect.

	1.4(g), 3.1, 3.2, 3.3
	Students receive ongoing training and education in preventing, responding to, and reporting gender-based violence throughout their time at our institution.
	Students receive training and education about preventing and responding to gender-based violence, including during orientation and induction processes.
Students in paid and voluntary leadership positions receive tailored training to identify, respond to and refer disclosures of gender-based violence from other students.
Students have the opportunity to provide feedback on training and education, including additional topics to cover.

	1.4(g), 2.3, 2.4, 7
	Our student accommodation, clubs and societies have the policies, and ongoing training and education, to prevent and respond to gender-based violence.
	University and student accommodation codes of conduct clearly prohibit gender-based violence in all areas of student life, including on campus, online and off-campus university events, and outline consequences for breaches.
All accommodation provider staff and student leaders undertake training in preventing and responding to gender-based violence.
Tailored prevention education and activities are delivered with residents in accommodation, including as part of orientation and other higher risk periods.

	1.4(g), 2.1-2.6, 4, 5, 7
	Our physical environments, facilities and security practices contribute to a safe, inclusive and respectful learning and working environment and support the prevention of gender-based violence.
	All campuses, facilities and learning environments are reviewed through a gender and safety lens.
Students and staff help identify areas or physical spaces that contribute to feelings of exclusion or unsafety.
Preventing and reducing gender-based violence is incorporated into campus planning, security practices, facilities management and infrastructure upgrades.
Strengthened collaboration between facilities, student services, security and those leading prevention work.
Current and emerging safety concerns and environmental risks are monitored and addressed.




[bookmark: _Toc239765125]Domain 3: Teaching and Learning
Our teachers and educators are leaders in integrating and promoting gender equality messages and actions into their teaching practice, and in creating equal and respectful learning environments.
Table 3: Example of goals under the Teaching and Learning domain
	National Code alignment
	Goals
	Examples of actions

	1.4(g), 2.1, 3.5, 3.6
	Gender equality and the prevention of gender-based violence is embedded into our teaching practices and in-person and online learning environments.
	Gender equality and violence prevention messages and actions are embedded across our teaching practice, e.g., challenging harmful gender and other stereotypes in the classroom.
We regularly review our training activities and learning resources, units of competency and placement allocations to identify gaps and opportunities to further promote gender equality and respect. 
We foster and expect equal and respectful in-person and online learning environments that are free from bullying, harassment or gender-based discrimination, for both staff and students.
We encourage equitable participation of all students, encouraging representation of the range of experiences, knowledge, skills and aspirations.
Educators and assessors are actively encouraged to identify and acknowledge their own position of power in relation to learners and to be ethical and responsible in the use of that power.
Educators and assessors are actively encouraged to consider their own positive and negative biases and ensure they do not interfere with teaching and assessment outcomes.
Our educators use evidence-based teaching practices, learning resources and language that promotes gender equality, challenges harmful gender stereotypes and works for the prevention of gender-based violence. 

	1.4(g), 3.5, 3.6
	The skills and knowledge required to promote gender equality and prevent gender-based violence in different occupations is embedded into our curriculum.
	Units of competency, training materials and learning resources embed skills and knowledge that help students to understand the impact of their field of study on people of different genders and address any inequities they find.
We prepare our students to promote gender equality and challenge sexism in their future workplaces, including preparing them to identify how gender and other forms of inequality manifest in the workplace.
Gender pay gaps in relevant industries are explored with students and discussions are held about the causes and potential solutions for addressing these pay gaps.

	1.4(g)
	Practical placements and apprenticeships are managed in a way that aims to overcome gender-based inequities and actively challenge stereotypes, to contribute to desegregating the workforce.
	Procedures are in place to enable and support students doing placements in all workplaces, regardless of their gender. 
Student selection processes are reviewed to ensure that they reflect the required attributes and capabilities a student needs to be job-ready rather than stereotyped ideas about what a worker in that field should look like (e.g., tradesperson, nurse, teacher, etc).
Protocols and equipment are checked to ensure apprentices of varying physical types can perform tasks, regardless of gender.
Practical placement and apprenticeship providers are engaged in discussions to ensure they can provide safe and inclusive environments that meet the needs of all learners, including suitable toilet facilities, flexible work arrangements, social spaces and health and wellbeing support.
We share stories and experiences of employers who are challenging harmful gender stereotypes and breaking down gendered barriers in order to encourage others to do the same.

	1.4(g), 3.5, 3.6
	All teaching and learning staff feel confident and prepared to integrate evidence-based gender equality messages and actions into their teaching practice.
	Our educators have the knowledge, skills, confidence and support to call out sexism and discrimination when they see it.
Our educators have the knowledge, skills and training to identify and respond appropriately to students who may be experiencing or perpetrating gender-based violence.
We have a professional learning strategy for educators, assessors and practical placement and apprentice co-ordinators that builds their knowledge and capacity to understand key evidence-based concepts including respectful relationships, gender, gender lens, gender equality and gender-based violence.
Our professional learning strategy ensures all educators, assessors and practical placement and apprentice co-ordinators have equitable access to, and opportunities to participate equally in, all professional development. 
Our staff complies with our relevant state or territory mandatory reporting and child safety laws, including the completion of annual training or professional development.

	1.4(g), 2.1-2.6, 3.5, 3.6, 4, 5,
	Our digital learning and online engagement environments promote respect and equality and are actively managed to prevent and respond to gender-based violence, harassment and harmful online behaviours.
	Undertake reviews of all online learning platforms, and online student engagement practices.
Establish clear expectations for respectful behaviour in online environments and processes for managing breaches.
Strengthen reporting pathways for online gender-based violence, harassment and abuse.
Build staff capability to identify, respond to and document harmful online behaviour.
Monitor emerging risks and trends in online student interactions.


[bookmark: _Toc239765126]
 Domain 4: Business Operations and Communications
Our internal and external communications play an important role in creating an equal, safe and respectful community and culture.
Table 4: Example of goals under the Business Operations and Communications domain
	National Code alignment
	Goals
	Examples of actions

	1.4(g), 3.5, 3.6

	We are a public champion for gender equality and the prevention of gender-based violence.
	We use our public profile to act as community and industry leaders in gender equality and the prevention of gender-based violence, including speaking out against inequality and discrimination.
Our board and leadership group recognise the value of sharing information and success stories to support and encourage other learning institutions to take action towards gender equality and violence prevention.
We have processes and mechanisms in place to measure our progress and regularly communicate to others both our successes and learnings, to help others take action.
We create opportunities for students to have active input into social marketing and gender-based violence prevention campaigns.
Board members and leadership group consistently reject violence and harassment that occurs within or outside the workplace, e.g., through internal and external communication such as public statements.

	1.4(g), 3.5, 3.6
	Our internal communications promote gender equality for all staff, students, industry partners and the community. 
	We have a communications plan that outlines a process for sharing information and resources with staff to build their understanding of gender equality and address the drivers of gender-based violence.
We actively avoid perpetuating harmful gender stereotypes in our communications across the workplace.
Strategies have been implemented to minimise backlash or resistance and grow support for change within the workplace and on campus.
We have embedded questions that address gender equality and prevention of gender-based violence in templates, position descriptions, project initiation documents, contracts, procurement, and induction processes.
We have embedded digital safety and respectful online engagement messaging into student communications and induction activities.

	1.4(g), 3.5, 3.6
	All external communication materials reflect our commitment to gender equality and preventing gender-based violence.
	Our communication and marketing strategies are reviewed from a gender equality perspective, including external marketing and advertising, style guides, and inclusive language guides.
Our communications materials are reviewed to ensure they promote gender equality and challenge harmful gender and other stereotypes, and are representative of the diversity of our communities. This includes our website, newsletter, online platforms, recruitment materials, and student orientation, enrolment and information and engagement materials.
We have a communications plan that outlines a process for sharing information and resources with students and external stakeholders to build their understanding of gender equality and address the drivers of gender-based violence.
Our digital marketing and advertising strategy for student recruitment seeks to overcome gender imbalances across industries by promoting all courses in a way that challenges harmful gender stereotypes. 

	1.4(g), 3.5, 3.6
	Gender equality and respect is embedded in institutional governance, strategy, leadership practices, external engagement and procurement and partnerships
	Embed specific gender equality and primary prevention objectives into strategic plans, board charters, and executive KPIs, with regular reporting to the board and public transparency on progress.
Introduce procurement guidelines and contract clauses that require suppliers, partners, and contractors to demonstrate commitment to gender equality (e.g., policies, workforce data, prevention initiatives), and prioritise engagement with organisations that align with these values.
Provide ongoing training and tools for board members and senior leaders on gender equality, prevention of gender-based violence, and inclusive decision-making, alongside mechanisms to monitor and address leadership behaviours that do not align with organisational values.
Require gender impact assessments for major policies, programs, partnerships, and investments to ensure decisions actively promote equality and do not reinforce harmful norms or structural inequities.





[bookmark: _Toc239765127]Domain 5: Industry and Community
As a learning institution with a strong connection to industry and community, our commitment to gender equality and the prevention of gender-based violence is reflected in all that we do.
Table 5: Example of goals under the Industry and Community domain
	National Code alignment
	Goals
	Examples of actions

	1.4(g), 3.5, 3.6
	We use our public profile, influence and strong connection to community to act as leaders in gender equality and the prevention of gender-based violence.
	Our board and leadership group take an active role in gender equality and violence prevention efforts within the vocational education sector, industry, and the broader communities in which we operate, e.g., through networks that address gender-based violence, gender equality alliances, regional prevention partnerships, TAFE networks and local government strategies.
We seek to connect with Industry Reference Committees and provide input into progressing gender equality content as part of training package review processes, as well as identifying gaps for future training.

	1.4(g), 3.5, 3.6
	We partner with industry in a strategic and meaningful way that actively promotes gender equality and the prevention of gender-based violence.
	Our board and leadership group actively engage with industry partners to identify opportunities to contribute to improving gender equality within industry through student education and training and preparing future workforces to prevent gender-based violence.
We support and create opportunities for industry partners to get involved in addressing gender inequality through participating in the Respect and Equality project, as well as in their own work environments.
We support industry to recruit, support and welcome women, men and gender diverse student placements and apprenticeships in traditional gender segregated workplaces. 
Criteria for gender equality and prevention of gender-based violence are built into procurement tendering or competitive bidding processes.

	1.4(g), 3.5, 3.6
	We engage with our broader community to promote gender equality and prevention of gender-based violence.
	We work in partnership with our broader community to take action and participate in activities that support gender equality and respectful relationships. 
We identify opportunities to contribute towards gender equality and violence prevention within the community, including through participation in community events such as Respect Week, 16 Days of Activism against Gender-based Violence and International Women’s Day and initiatives that seek to redress gender inequity through education and employment pathways.
We partner with and support local organisations undertaking gender equality or violence-prevention work, including sharing learning and success stories.

	1.4(g), 3.5, 3.6
	Our engagement with students, staff, industry partners and the community reflect our commitment to promoting gender equality and the prevention of gender-based violence.
	There is consistent communication that deliberately promotes gender equality.
We regularly review our engagement practices, including the language and imagery used, to ensure they do not reinforce harmful gender stereotypes.
We role model gender equitable leadership practices across all our internal and external engagements and actively encourage our industry partners and the community to do the same.





[bookmark: _Toc239765128]Domain 6: Research
Our commitment to gender equality and the prevention of gender-based violence is reflected in our research and researchers.
Table 6: Example of goals under the Research domain
	National Code alignment
	Goals
	Examples of actions

	1.4(g), 3.5, 3.6
	5.1 Research leaders promote gender equality and use their profile to support prevention - both within the dual sector institute and through external engagement.
	We embed Gender Equality KPIs in leadership roles
We seek out opportunities to share our gender equality and prevention expertise and research at conferences, public events, online and in the media.
We participate in sector, local, regional, state or national prevention and gender equality networks and partnerships.

	1.4(g), 3.5, 3.6
	5. Research ethics and governance frameworks address gender bias in research funding, and research methods training includes guidance on avoiding gender bias in design, analysis and reporting.
	Research funding allocations are regularly reviewed to identify gendered disparities and opportunities for improvement, such as gender equity targets, targeted funding streams or blind reviews. 
Our review and decision-making panel membership reflect gender balance and a broad representation of backgrounds.
We have a dedicated committee or review board that reviews research proposals based on gender and intersectionality principles. 
Guidance, training and tools are provided to researchers to help avoid gender bias in research design, analysis and reporting, such as intersectionality training.

	1.4(g), 3.5, 3.6
	Research culture celebrates diverse contributions and forms of knowledge, and fosters respectful, inclusive collaboration across disciplines and teams. Research supervisors receive training and support to provide ethical supervisory practice with consideration given to gendered and intersectional, power-dynamics of these relationships.
	We regularly monitor and assess workplace culture, including providing opportunities for staff and students to provide feedback and shape our research culture approach.
We fund and promote research that centres diverse forms of knowledge, including Indigenous Knowledge, place-based and lived experience knowledge. 
Research supervisors undertake training in unconscious bias, cultural competency and inclusive practice.

	1.4(g), 3.5, 3.6
	People of all genders, including those disproportionately affected by gender-based violence, such as First Nations people, people with disabilities, LGBTIQA+ individuals, and people from migrant and refugee communities, are represented in senior research roles.
	We have reviewed our hiring and promotion practices for unconscious bias and barriers to equitable participation, such as the impact of higher teaching loads and caring responsibilities on traditional promotion metrics such as publication/research outputs.  
We offer flexible working arrangements and workplace adjustments to reduce participation barriers, and support new and existing staff to utilise these.
We provide mentoring, networking and support opportunities to increase representation in our senior research roles.
We invest in career pathways for early-careers researchers from communities disproportionately affected by gender-based violence.

	1.4(g), 3.5, 3.6
	5.1  Partnerships with community organisations and internal prevention experts inform research on gender-based violence prevention and gender equality.
	We seek out opportunities to collaborate with gender-based violence prevention and gender equality community organisations. 
We recognise and value the practice knowledge, lived experience and understanding of research gaps and priorities held by community organisations. 
We support community organisations to increase their research and evaluation capacity through co-designed and delivered research.

	1.4(g), 3.5, 3.6
	5.2 Researchers are supported to undertake research into primary prevention and gender equality – including in collaboration with those leading the dual sector institute’s primary prevention and whole-of-organisation approach. Research outputs contribute to the dual sector institute’s Action Plan
	There is dedicated investment and/or funding criteria for research focused on primary prevention and gender equality.
We use monitoring and evaluation of our Action Plan implementation to identify new or emerging research topics.
Research findings are promoted internally and externally to support ongoing action to prevent gender-based violence.




[bookmark: _Toc239765129]
Individual score card 
[bookmark: _Toc239765130]Domain 1: Workplace
Our workplace prioritises gender equality and all staff are supported to be safe, respected and have equal opportunities at work.

Score key: 	1 – Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly Agree

Table 7: Individual score card under the Workplace domain
	Goal
	What we are already doing
	Score

	Our leadership demonstrates proactive commitment to gender equality and preventing gender-based violence. 
	
	

	Our strategies, policies and procedures include proactive measures to address gender inequality and gender-based violence.
	
	

	We have structural support for women’s leadership, including the provision of leadership and promotional opportunities for part-time staff.
	
	

	We have dedicated resources and budget to actively promote and monitor actions to prevent gender-based violence and address gender inequality, and to support those who disclose violence within our educational institution.
	
	

	Staff across our institute are supported to promote gender equality and challenge sexism, including receiving ongoing training and education in preventing, responding to, and reporting gender-based violence.
	
	


[bookmark: _Toc239765131]
	Risks, barriers and enablers

	Our risks and barriers

	


	Our enablers

	






Individual score card
[bookmark: _Toc239765132]Domain 2: Students
All students feel safe and confident to express themselves and participate equally within our community, and can raise concerns about gender inequality, violence and discrimination without adverse consequences.

Score key: 	1 – Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly Agree

Table 8: Individual score card under the Students domain
	Goal
	What we are already doing
	Score

	2.1 Our engagement with students reflects our commitment to promoting gender equality and the prevention of gender-based violence.
	
	

	2.2 Our policies and procedures for students are fair and inclusive and include proactive measures to address gender inequality and gender-based violence.
	
	

	2.3 Our programs and services delivered to students aim to address inequality and prevent gender-based violence.
	
	

	2.4 Students receive ongoing training and education in preventing, responding to, and reporting gender-based violence throughout their time at our institution.
	
	

	2.5 Our student accommodation, clubs and societies have the policies, and ongoing training and education, to prevent and respond to gender-based violence.
	
	

	2.6 Our physical environments, facilities and security practices contribute to a safe, inclusive and respectful learning and working environment and support the prevention of gender-based violence.
	
	


[bookmark: _Toc239765133]
	Risks, barriers and enablers

	Our risks and barriers

	


	Our enablers

	





Individual score card
[bookmark: _Toc174015883][bookmark: _Toc174376502][bookmark: _Toc239765134]Domain 3: Teaching and Learning
Our teachers and educators are leaders in integrating and promoting gender equality messages and actions into their teaching practice, and in creating equal and respectful learning environments.

Score key: 	1 – Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly Agree

Table 9: Individual score card under the Teaching and Learning domain
	Goal
	What we are already doing
	Score

	3.1 Gender equality and the prevention of gender-based violence is embedded into our teaching practices and in-person and online learning environments 
	
	

	3.2 The skills and knowledge required to promote gender equality and prevent gender-based violence in different occupations is embedded into our curriculum.
	
	

	3.3 Practical placements and apprenticeships are managed in a way that aims to overcome gender-based inequities and actively challenge stereotypes, to contribute to desegregating the workforce.
	
	

	3.4 All teaching and learning staff feel confident and prepared to integrate evidence-based gender equality messages and actions into their teaching practice.
	
	

	3.5 Our digital learning and online engagement environments promote respect and equality and are actively managed to prevent and respond to gender-based violence, harassment and harmful online behaviours.
	
	



	Risks, barriers and enablers

	Our risks and barriers

	


	Our enablers

	




[bookmark: _Toc239765135]

Individual score card
[bookmark: _Toc239765136]Domain 4: Business Operations and Communications
Our internal and external communications play an important role in creating an equal, safe, and respectful community and culture.

Score key: 	1 – Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly Agree

Table 10: Individual score card under the Business Operations and Communications domain
	Goal
	What we are already doing
	Score

	4.1 We are a public champion for gender equality and the prevention of gender-based violence.
	
	

	4.2 Our internal communications promote gender equality for all staff, students, industry partners and the community. 
	
	

	4.3 All external communication materials reflect our commitment to gender equality and preventing gender-based violence.
	
	

	4.4 Gender equality and respect is embedded in institutional governance, strategy, leadership practices, external engagement and procurement and partnerships
	
	



	Risks, barriers and enablers

	Our risks and barriers

	


	Our enablers

	





[bookmark: _Toc239765137]Individual score card
[bookmark: _Toc239765138]Domain 5: Industry and Community
As a learning institution with a strong connection to industry and community, our commitment to gender equality and the prevention of gender-based violence is reflected in all that we do.

Score key: 	1 – Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly Agree

Table 11: Individual score card under the Industry and Community domain
	Goal
	What we are already doing
	Score

	5.1 We use our public profile, influence and strong connection to community to act as leaders in gender equality and the prevention of gender-based violence.
	
	

	5.2 We partner with industry in a strategic and meaningful way that actively promotes gender equality and the prevention of gender-based violence.
	
	

	5.3 We engage with our broader community to promote gender equality and prevention of gender-based violence.
	
	

	5.4 Our engagement with students, staff, industry partners and the community reflect our commitment to promoting gender equality and the prevention of gender-based violence.
	
	



	Risks, barriers and enablers

	Our risks and barriers

	


	Our enablers
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Our commitment to gender equality and the prevention of gender-based violence is reflected in our research and researchers.

Score key: 	1 – Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly Agree

Table 12: Individual score card under the Research domain
	Goal
	What we are already doing
	Score

	6.1 Research leaders promote gender equality and use their profile to support prevention - both within the dual sector institute and through external engagement.
	
	

	6.2 Research ethics and governance frameworks address gender bias in research funding, and research methods training includes guidance on avoiding gender bias in design, analysis and reporting.
	
	

	6.3 Research culture celebrates diverse contributions and forms of knowledge, and fosters respectful, inclusive collaboration across disciplines and teams. Research supervisors receive training and support to provide ethical supervisory practice with consideration given to gendered and intersectional, power-dynamics of these relationships.
	
	

	6.4 People of all genders, including those disproportionately affected by gender-based violence, such as First Nations people, people with disabilities, LGBTIQA+ individuals, and people from migrant and refugee communities, are represented in senior research roles.
	
	

	6.5 Partnerships with community organisations and internal prevention experts inform research on gender-based violence prevention and gender equality.
	
	

	6.6 Researchers are supported to undertake research into primary prevention and gender equality – including in collaboration with those leading the dual sector institute’s primary prevention and whole-of-organisation approach. Research outputs contribute to the dual sector institute’s Action Plan
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