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SCHEDULE 5 - OFFICIAL ORDER TEMPLATE - STATEMENT OF
WORK (CD0011390)

This Official Order is placed on 11 October 2022, or the date that the |ast party signs the
Official Order (whichever is later). The Official Order is placed pursuant and subject to the
terms and conditions of the Deed between the Department of Social Services and KPMG
Australia (Supplier) dated 20 February 2017 and with Deed number SON3385985

("Deed").
The Customer placing the Official Order is the Department of the Prime Minister and Cabinet
(Customer).

Item A [Services and Subcontractors]

Details of the Services
Services Categories

The Supplier will provide Services in relation to the following Services Category/Categories
set out below.

1. Social Policy Research Services Category =
2.  Evaluation and Program Review Services Category (]
3. Investment in Data Services Category O
4. Professional Development Services Category O

Project and objectives

The Customer requires the development of a Theory of Change and Sacio-ecological Model
for Gender Equality (Theory of Change) to underpin Australia's National Strategy to
Achieve Gender Equality (the National Strategy). Developing a theory of change and socio-
ecological model for gender equality will support the National Strategy to drive tangible
progress by going not only identifying the social context that fosters gender inequality, but
going further to clearly outline the essential action required across the whole community to
achieve gender equality outcomes.

Background

The National Strategy will articulate the structural reforms required to achieve gender
equality in Australia. It will be underpinned by a Theory of Change that leverages existing
world-leading work on Change the Story, the Australian evidence based framework ta drive
effective primary prevention efforts to end violence against women. It will provide the
roadmap for whale-of-community action to achieve gender equality, and will act as an
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authorising framework for changes to policy and budgeting systems required to drive gender
equality across Australia.

The National Strategy will be developed by the Customer, led by the Commonwealth
Government, informed by Theory of Change, the work of the Women's Economic Equality
Taskforce and a panel of academic experts.

The Theory of Change will be based on the best evidence available, draw on international
best practice and learnings from previous attempts, and will be informed by the lived
experience of women and girls.

A theory of change and socio-ecological model is required because success will depend on
change across the spectra of complex and compounding structures, institutions, legal
frameworks, at the level of the individual, families and communities. 1t will require addressing
entrenched and harmful societal factors that impact women in diverse ways across the life
course.

Project Details, objectives and Milestones

The Supplier will deliver a comprehensive and logical change pathway (Theory of Change)
that outlines the steps required to achieve gender equality in Australia, with account for the
anticipated time and incremental milestones required to achieve outcomes and measure
progress. Presenting evidence on how change is expected to occur will ensure the logic
underpinning each milestone can be tested and learning is supported, thereby enabling
responsive, reflective and long-lasting implementation that mitigates the risk of failure and
unintended consequences of intervention.

This comprehensive and evidenced based approach will inform the Customer’s
understanding of what story can be told about the extent to which future policy actions can
drive meaningful change in women's and girls’ lives on a life course, taking into account the
diverse experiences and barriers faced by women.

The intention is that the Theory of Change will be used to inform not just the National
Strategy, but possibly future iterations of the National Strategy, and therefore will be
developed with continuing application in mind. This approach will account for broader
complex and compounding factors which may act as interrelated factors that promote
positive and negative outcomes for gender equality. It will also help mitigate the risk of the
National Strategy being measured against individual indicators.

The Supplier will:

¢« Hold a Project Inception Meeting to confirm the project objectives and scopes;
methodology; and identify any stakeholders that suppliers may need to be engaged
at any point throughout the project.

¢ Provide a detailed Project Plan that includes Project objectives a scope; detailed
project methodology; agreed scope and search terms for the literature scan and
other activities; example templates that will be used to determine reliability and
validity of the evidence gathered to inform the Theory of Change; and a Stakeholder
Engagement Plan for any key stakeholders that have been identified.

* Provide the Outline of Theory of Change, through illustrating the socio-ecological
model and spheres of inequality present in Australia and building the evidence based
through a systematic literature scan.

» Hold a model refinement workshop with identified key stakeholders to interrogate,
discuss and validate an earlier version of the Qutline of the Theory of Change which
will be used to build out the Draft Theory of Change.
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templates that will be used to determine reliability and validity of the evidence
gathered to inform the Theory of Change; and a Stakeholder Engagement Plan for
any key stakeholders that have been identified.

¢ Qutline of Theory of Change that illustrate the socio-ecological model and spheres
of inequality present in Australia and building the evidence based through a
systematic literature scan.

» Draft Theory of Change that operationalise identified outcomes from literature
scans and identify evidence-based change initiatives that are required to inform the
development of a narrative of change and approaches to mitigate resistance to
change.

e Final Theory of Change report, including a diagrammatic layout with clear
narrative, that will incorporate Customer's and identified stakeholders' feedback on
the Draft theory of change

* A supplementary report for future reference that includes consolidated findings
from the literature scan, logic modelling, evidence assessment and gap analysis.

The final Theory of Change report must be in Microsoft Word and PDF format, and/or be in a
format that conforms to WCAG 2.0 requirements and is agreed by the Customer. All the
charts or figures presented in the final Theory of Change must also be provided in format
accessible to the Customer unless otherwise agreed with the Customer (e,g. in Microsoft
Excel or Microsoft PowerPoint.)

Item C [Contract Commencement and Timeframe]
Contract Commencement Date (clause 2.1.1 of Schedule 4)
The Contract Commencement Date is 12 October 2022.
Contract Completion Date (clause 2.1.1 of Schedule 4)

The Contract Completion Date is 19 December 2022.

The Customer may, at its sole discretion and by providing the Supplier with written notice
prior to the Completion Date, extend the Contract for a period of up to three manths
(Additional Contract Period).

Timeframe (clause 2.2.1(d) of Schedule 4)

The Supplier must perform and deliver the following Services to the Customer:
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Item G [Intellectual Property]

MODEL 1— Customer ownership of Intellectual Property in Contract Material with limited
license to Supplier.

Item H [Existing Material]
None specified

Item | [Moral Rights]
None specified

Item J [Use of Commonwealth Material]

None specified

- Item K [Facilities and Assistance]

The Customer may provide limited assistance to facilitate consultation workshops in .
preparation for the Theory of Change report, subject to agreement between the Supplier and
Customer.

Item L [Confidential Information]
Additional Customer Confidential Information;

DESCRIPTION PERIOD OF CONFIDENTIALITY
Project Plan Until public release of the
. National Strategy to Achieve
Outline of Theory of Change Gender Equality - anticipated to
Draft Theory of Change Report be June 2023
Final Theory of Change Report
Supplementary Report
Any Additional documents relating to the Taskforce
Additional Supplier Confidential Information:
DESCRIPTION PERIOD OF CONFIDENTIALITY

None Specified

Item M [Security Requirements]

The Supplier must comply with the Protective Security Policy Framework (PSPF) and
Information Security Manual (ISM). The Specified Personnel are not required to obtain and
maintain a security clearance.

Item N [Standards and Best Practice]

Standards for Research on Human Subjects (clause 2.9 of Schedule 4)

None specified
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Postal Address PO Box 6500 Canberra ACT 2600
Physical Address 1 National Circuit Barton ACT 2600

ene s 22(1)(a)(in)

The Supplier's Contact Officer is the person holding the position of Partner, Management
Consulting], currently:

Name of person S 47F

Postal Address KPMG Tower Three, International Towers Sydney, 300 Barangaroo
Avenue, Sydney NSW 2000.

Physical Address KPMG Tower Three, International Towers Sydney, 300 Barangaroo
Avenue, Sydney NSW 2000,

Email S 47 F

Phone

A party may change their Contact Officer or their details by notifying the other party in writing
of the changed details.

Item R [Customer and Addresses for Notices].

For the purposes of the Contract:

The Customer's address for notices is:

Name of person s 22(1)(a)(ii)

Postal Address PO Box 6500 Canberra ACT 2600

Physical Address 1 National Circuit Barton ACT 2600

s 22(1)(a)(i

Phone

The Supplier's address for notices is:
Name of person s 47F

Postal Address KPMG Tower Three, International Towers Sydney, 300 Barangaroo
Avenue, Sydney NSW 2000.

Physical Address KPMG Tower Three, International Towers Sydney, 300 Barangaroo
Avenue, Sydney NSW 2000.

. [IS4TF

A party may change their address for notices by notifying the other party in writing of the
changed details.

10
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v) set out the steps and processes that the Supplier and the Customer will
follow to protect the Customer Confidential Information from unauthorised
access, use, misuse, destruction or loss,

and once accepted, the CDPP will form part of the Contract and the Supplier must
comply with it unless the Customer otherwise agrees in writing.

If the Supplier becomes aware of any actual or suspected:

(a) action taken through the use of computer networks that result in an actual or
potentially adverse effect on the Supplier's information system and/or Customer
Confidential Information, Additional Customer Confidential Information and/or
Personal Information residing on that system (Cyber Incident); or

(b) any other unauthorised access or use by a third party or misuse, damage or
destruction by any person (Other Incident),

the Supplier must:

(c) notify the Customer in writing immediately (and no longer than 12 hours after
becoming aware of the Cyber Incident or Other Incident); and

(d) comply with any directions issued by the Customer in connection with the Cyber
Incident or Other Incident, including in relation to:

(i) notifying the Australian Cyber Security Centre, or any other relevant body, as
required by the Customer;

(i) obtaining evidence about how, when and by whom the Supplier's information
system and/or the Customer Confidential Information, Additional Customer
Confidential Information and/er Persenal Information has or may have been
compromised, providing it to the Customer on request, and preserving and
protecting that evidence for a period of up to 12 months;

(i) implementing any mitigation strategies to reduce the impact of the Cyber
Incident or Other Incident or the likelihood or impact of any future similar
incident; and

(iv) preserving and protecting Customer Confidential Information, Additional
Customer Confidential Information and/or Personal Information (including as
necessary reverting to any backup or alternative site or taking other action to
recover Customer Confidential Information, Additional Customer Confidential
Information and/or Personal Information).

The Supplier must take out and maintain insurance to protect against the risks of a Cyber
Incident, and comply with the provisions of clause 10 of Schedule 4 in respect of that
insurance.

The Supplier must ensure that:

(a) all subcontracts and other supply chain arrangements, which may allow or cause
access to Customer Confidential Information, Additional Customer Confidential
Information andf/or Personal Information, contain no provisions that are inconsistent
with clauses 1, 2, 3 or 4 or 5 of this Item V; and

(b) all Personnel and any Subcontractors who have access to Customer Confidential
Information, Additional Customer Confidential Information and/or Personal Information
comply with clauses 2 and 3 of this Item V.
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This Change Order (including its attachments, if any) serves to vary the Contract in accordance
with the terms set out below. Unless specifically stated in this Change Order, all Terms and
Conditions of Contract continue unaffected.

transitional impacts)

1. Deed Number SON3385995

2 Work Order Number CD011390

3 Change Order number 01

4. Raised by PM&C

5 Details of change (use attachments | Amend Work Order Number from

if required) ‘CD0011390’ to ‘CD011930’

Amend page 13 signing party ‘KPMG Australia
Pty Limited, ABN 47 008 644 728’ to KPMG
Australia, ABN 51 194 660 183’

6. Implementation date of Change Upon signing of both parties

7. Effect on Deliverables and Services | Nil

8. Effect on Documentation Nil.

9. Plan for implementing the change | N/A

10. Effect on Service Charges Nil

11. Other relevant matters (eg The PM&C Customer Representative will provide

details where required.

Signed for and on behalf of the Commonwealth of Australia as represented by the Department of
the Prime Minister and Cabinet by its duly authorised representative:

Signature:

s 22(1)(a)(ii)

Name of Signatory: s 22(1)(a)(ii)
Position: Senior Adviser
Date: 28 October 2022

Signed for and on behalf of KPMG Australia (ABN 51 194 660 183) by its duly authorised

representative:
S47F

Signature:

Name of Signatory: s 47F
Position: Partner
Date: 28 October 2022
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KPME

Level 9, Constitution Place
1 Constitution Avenue

Canberra ACT 2601 PO Box 7396 Fax  +6126248 1122
Australia Canberra Business Centre Phone +612 6248 1111
Australia

ABN 51 194 660 183

Tax Invoice

Department of the Prime Minister an

Cabinet

ATTN: s 22(1)(a)(ii) Date : 06 December 2022
1 National Cct Contact: | S47F

BARTON ACT 2600 Telephone : s 47F

Invoice number : 821495867
Entity number : 9101
Clientcode : 100468
Payment due date : 05 January 2023
Total payable : AUD  41,122.62

Client Reference No

PROFESSIONAL SERVICES RENDERED
Acceptance of project plan and outline of theory of change

Fees 37,384.20
Total GST payable 3,738.42
Total Payable AUD 41,122.62

Member firm of This account is payable within Kindly note: no receipt will be
KPMG Intemational 30 calendar days forwarded unless requested

Liability limited by a scheme approved under Professional Standards Legislation

Please send your payment with either this remittance slip or the attached Remittance Advice and Payment Options to,
KPMG Accounts receivable, PO Box 2291U Melbourne VIC 3001 Australia
Please quote Client payment code and Invoice number with payment

Client name Department of the Prime Minister an Date 06 December 2022
Client payment code 100468 Payment due date 05 January 2023
Invoice number 821495867 Total payable AUD  41,122.62

Entity number 9101 Contact s 47F



Remittance Advice and Payment Options

Please quote Client payment code and Invoice number with payment

Client name

Client payment code 100468
Invoice number 821495867
Entity number 9101

Department of the Prime Minister an

Date

Payment due date
Total payable
Contact
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06 December 2022
0S January 2023
AUD 41,122.62

Direct Deposit

Payment for invoice can be made by transferring funds to:

Bank name

Address

Account name

Swift code

BSB no

Account no

s 47G(1)

Reference / description

821495867

We prefer invoices to be paid individually. We would appreciate receipt of this remittance advice to assist in correct

allocation. Select one of the following methods to advise us of your deposit.

Fax Attention: Accounts Receivable

Fax number: 1300 369 317

Email nataccountsrec@kpmg.com.au

Mail Attention: Accounts Receivable

Mail to: PO Box 2291U Melbourne VIC 3001 Australia

Ref:

PAY

.I'. Biller Code: [__203562__]
1004688

Telephone & Internet Banking - BI’AY®
Contact your bank or financial institution to make this payment from your cheque,
savings, debit, credit card or transaction account. More info: www.bpay.com.au

Credit Card

To make a payment by credit card, visit www.kpmg.com/au/onlinepayment. We accept Visa, Mastercard and American

Express.

Invoice Number

821495867

Client Code

100468

Payment Plan

Our invoices are to be paid in full by the due date. If you want to arrange a paymentplan, you can enter into an

arrangement with QuickFee to pay by monthly instalments over a maximum term of 12 months. Terms and conditions

apply. For more information or to arrange a quote, please get in touch with your KPMG contact.
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Change Order

This Change Ordar flnuludln.g its attachments, if any) servas to vary tha Contract in aéeordance
with the terms set out balow, Unless specifically stated in this Change Order, all Terms and
Conditions of Contract eantinue unaffected,

R Dead Numbaer SON3385995

1 Work Order Numbar €h011390

3, Change Ordar number 02

4. Ralsed by PMEC
Datills of change (use attachments | Amend Wark Order Number from
if raquired) ‘€D0011930° to ‘CD011390°

Az per verbal agreement betwaen bath
partles on Friday 9 December 2022:

Amend the Contract completion date on page
4 from ‘19 December 2022 to 31 January
2023°

Draft Contract Deliverables to be provided on
22 December 2022, final version to be
provided by 31 January 2023

6 Implementation date of Change Upon signing of both parties

7. Effect on Deliverables and Services | Nil

B Effgct on Documentation il

9 Plan for implamenting the change | N/A

10, | Effect an Service Charges NI

11, Other relevant matters (g The PM&C Customer Representative will provide

transitional impacts) detalls where required.

$ignad for and on behalf of the Commenwealth of Australia as represented by the Department of
the Prime Minister and Cabinet by its duly authorised representative;

Signature: S 22(1)(3)(”)

Namé of Signatory: s 22(1)(a)(ii)
Position: Alg Assistant Seoretary
Date: 41223

Signed far and an behalf of KPMG Australla (ABN 51 194 660 183) by its duly authorised
representative;




FOI document 4 - 2025/276

| Stgnature: -

s
Positlon: Partner
Date: 23 December 2022
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Level 9, Constitution Place
1 Constitution Avenue

Canberra ACT 2601 PO Box 7396 Fax +612 6248 1122
Australia Canbeljra Business Centre Phone +61 2 6248 1111
ABN 51 194 660 183 Australia

Tax Invoice
Department of the Prime Minister an

Cabinet

ATTN: s 22(1)(a)(ii) Date : 12 January 2023
1 National Cct Contact : | S47F
BARTON ACT 2600 Telephone : s 47F

Invoice number : 821502265
Entity number : 9101
Client code : 100468
Payment due date : 11 February 2023
Total payable : AUD  41,122.62

Client Reference No

PROFESSIONAL SERVICES RENDERED
Acceptance of draft Theory of change

Fees 37,384.20
Total GST payable 3,738.42
Total Payable AUD 41,122.62

Member firm of This account is payable within Kindly note: no receipt will be
KPMG Intemnational 30 calendar days forwarded unless requested

Liability limited by a scheme approved under Professional Standards Legislation

Please send your payment with either this remittance slip or the attached Remittance Advice and Payment Options to,
KPMG Accounts receivable, PO Box 2291U Melbourne VIC 3001 Australia
Please quote Client payment code and Invoice number with payment

Client name Department of the Prime Minister an Date 12 January 2023
Client payment code 100468 Payment due date 11 February 2023
Invoice number 821502265 Total payable AUD  41,122.62

Entity number 9101 Contact S 47F
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s 47F
s 47F

s 47G(1)
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Disclaimer

This mport has boan praparad as outinad in the contract with the Departmant of the Prima Ministar and Gabinat
dated 12 October 2022, The senvices provided in connection with this engagemont comprisa an advisory
engagement, which is not subject o assurance or other standards ssued by the Australian Auditing and Asaurance
Standards Baard and, consaquanlly na apinians or conclisians Intendad to convey assunince hava been expressed
Mo warranty of cornplalonass, accuracy of rﬂhblllty is given in relation to the stateménts and representations madoe
by, and the infanmatian and decumentatisn provided by the Dapartmant of the Prime Minister and Cabinat,

KPMG has indicated within this repart the sources of the information providad, We have not sought to indapendently
varify those sources unless otherwise noted within the report.

KPMG Is under no ebligation in any dircuriatance to updata this raport, in either afal or writtan form. far avants
aceurring after the report has baon [ssued in final farm.

Motice ta Third Parties Disclaimer

Phils tijsant v oiuly for flie punpoge of (e Qg teoenl ol e P Moo and Cabilnegs ifontislisn bod s nol o
be used for any purposa nol contempinted in the engagement letter/contract or to be distributed to any third party
without KPMG's prior writtan consent,

This repent has beaen propared ot the equest of the Deparment of the Prime Mintster and Cabinel in accordance
with the tarms of tha centract with KPMG dated 12 Octabar 2022, Othar Ihan our responaibility to tha Dapartmant of
thi Prima Minlater and Cabinet, naither KPMG nar any member or employee of KPMG undartakes raspansibiiity
arising in any way from raliance placed by a third party on this report. Any rellapce placad |s that party's sols
rasponsibility.
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Achieving gender equality

Gender aquality is the foundation for strong, positive economic and sacial autcomes for Individuals and
society. To achieve an Australia where every person’s aspirations, apportunities, experiences, treatmant,
and outcornes can be free from the Influence of gendar, we must move beyand the existing constraints
and reparcussions of gender norms which create and reinforce structures and systems of inequaliies, In
doing so, barriers will be remaoved so that women, man, gander diverse and non-binary people of all
social (dentities can lead fully flourishing livas.

A considerable amount of work has bean undartaken to advance gender aquality in Australia. From
grassroats feminist activism and investment since the 1870s, to industry leaders, political actors and
governmant institutions, many have contributed to closing the gender wage gap, ending gender-based
wiolence, and driving gendar equality in education’, health, and wellbaing,

While & great deal has been donhe, there remain poraistent inaqualities across all domains of life and in
some key areas progress has stalled over the past decade. This also pertains o the exparience of
gendar norms and how it can be compounded by ather forms of diversity, such as sexuafity, age, culture,
Indiganaity, gender idantily, disabilily, and socie-ecanomic status. To ultimately achieve gander equality,
angaing concerted effort [s required across all seltings and sectors fo free individuale from the
constraints and repercussions of gender norms.

The Department of the Prime Minister and Cabinat, Office for Woman (OfW), ia leading the Australian
Govarnmant's commitment to develop a National Stralagy to Achieve Gender Equality (the Strategy)
and a thaory of change, The Strategy will guide whola-of-community action to achieve gander
equality and will be informed by consultation with a range of diverse stakeholders across Australia,
including those with lived experience, living with disability, First Nations paoples, people wha are
LGBTQIA+, migrant and refugee people, and cullurally and linguistically divarsa (CALD) peaple,

First Nations gender equality

It is important to recognise that this theory of change, as it currently atands, Is limited in its capacity to
provide avanues 1o address gender indquality among First Nations communitles. Conaultations have
suggasted there is a need for a theory of change designed for, and by, First Nations eommunities,?

This approach aligns with the spirit and intent of the Uluru Statemant from the Hear and the proposad
establishment of a First Nations Voice to Parliament. and honours the tenets of agreement-making and
truth-telling. It ensures the necessary seff-datermination and ownership of policy and strategy for First
Nations paoples and outcomaes, tharefore, requiring a commensurate process for First Nations people to
Inform the Implementation of the Stratagy.

In order 1o do so, time and space to consull and develop In @ culturally apprepriate mannar is requirad
and the work must not duplicate that of Wiyl Yani U Thangani, instead building on the important work
already undertaken by First Nations women.

Purpose of a theory of change

A theory of change is a framework used to enable a detailed description of how and why a desired
change is expaected fo happen as a result of an action, intervention or program, which enables rigorous
measuremnent of its impact, A theory of change can help to ldentify the cause of an issue and then apply
evidence and research to identify effective solutions to the problem, or test if existing solutions are
appropriate. A theory of change will often include a simple and logical diagram to summarise the
problems, drivers, solutions and outcomes. This will be accompaniad by further detail on each of the
steps within tha theory of ehange diagram.



FOI document 6 - 2025/276

There are a vanisty of ways to struciure and represent a theory of changa, dapendant on the audience
and complexity of the problem and solutions. However, they typically include:

*  |dantification of the problem that |s {o be solved

= Detail on how the interventions or actions specified are intended ta create change, backed up by
evidence

= Articulation of the outcomes or impacts that should be seen if the problem is solved. These should be
measurable so that the validity of the theary of change can be festad over tima,

For the purpose of achieving gender equality In Australia, a theary of change can create a unified vision
and strategy for change that will guide aclivities across government and broader society. Il provides
avidence to underpin the National Strategy to Achieve Gender Equalily and can be used to refine and
improve interventlone over time to further pragress gender aquality,
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The structure of this theory of change for gender
equality

This theary of change towards a transformative agenda for gender aquality in Australla articulates the
necessary conditions and actions to progress gender equalily for all domains of Australian life. Being
gender transformative, not simply rasponsive, means specifically identifying and astively addrassing
gender inequalifies, through a more nuanced underatanding of individual and eommunity conditions,
social contexts and drivars of gender ineguality in tha definition of policies. It bullds on the achievements
of previous generations of champlons for gendar equalily whilst recognising there is still mare o be done.

Az presented In Figure 1 below, the theary of change document will begin with a description of why the
problem of gender inequality exists in Australia and the reasans that it persisis, despite considerabla
efforts to addraes it. Accompanying this is a vision for the futurs and the outcomes that will precede
achievemenl of gender equality, The problem, vision, and outcomes are presented together to provide a
frama of reference from where Australia is now, to where we are trying ta go.

The document will then detail the gulding principles for achleving gender equality, lollowed by the
levers of change that will creata the necessary changas in Australia to achieva gender aqualily,

Althaugh not expandad upon in this document, the next step in the theory of change is the development
of a sot of matrics and Indicators that will allow for Benchrmarking and measuring progress, Metrics and
indicators must capture dimensions of gender and intersectionality lo ensure that equality is being
achiavad for all. This work |8 baing developad separately 1o thia theory of change,

Tha lavers of change will be followed by a deseriplion of the Intermediate autcomas by socio-
ecolegical lavals, Thase are the oulcomas or changes that need to be seen across the individual,
relationship, communily, institutional, and societal levels {o realise the vision of this theory of change.
Drawing on a socio-ecological model allows for recognition that inequalily presents across multiple levals
and spheres that people live and exiat within, The layers of the model alse interact and influence sach
other, meaning that it is nacessary to consider how the levers of change can targat multiple levels
simultanaously for maximum impact, Further explanation of the socio-ecological model and its
application to gender eqguality is explored In this chapter.

The final section, sequencing, sels aut how the levers of change ¢an be ordered to maximise their
impact and accalerate progress lowards gender equality,
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The socio-ecological model

The socio-scological model seeks to articulate the interactions, influences, and depandencies between
individuals and the environments with which they interact. The levels of the sccio-ecological model are
intardepandant and reinforce each othar, meaning that addresaing gender inequality must be largeted al
multipla levals at a time. In changing tha environment within which people live and operate, it is passible
to shift harmful atlitudes and behaviours, For example, ending family and domeslic violence requires a
varied approach that shifts altiludes and behaviours, and also reforms tha institutions (e.g. legal and
criminal justice systams) that penalise vielim-survivers,

In this theory of change, there are five layers of the SOCIETY
soclo-ecological model that will be explored. These ,

are. INSTITUTIONAL ¢
Sociely: Sociely is the shared and overarching

lavel of thee model that datails the social and cultural COMMUNITY

normé that operate within Australia. These norms - .
are Informad by the bahaviours and atfitudaes that
exist sl all othar lavels of the madel, and
simultanecusly reflect back and reinforce how
individuals, relationships, communitiaa, and
institutions cparate.

Institutions! Institutions are the fermal struelures
within society, such as governmant {including
policy/pragrams), workplaces across all sectors,

and faith-based organisations. The procassas,
policies, and culturas within institutions are a
raflection of the societal attitudas that exist but are
typically slower (o shilt and evolve in line with
advances n attifudes. Inzstitutlons also ralnlarce and
maintain existing power structures and inequalities as
thay have been built upon attitudes and norms of past,

Community: The community layer is defined by the altiludes, behaviours, and structures that exist at the
Iozal or neighbourhoed level, This Includes schoals, nelghbaurhoods, sports clubs, and voluntesring
groups. Some places, like schools and faith-based organisations, sit across both the institutional and
community leval, The policles and processes that gulde and govern tham ara institutional, but the culture
and influence of spacific schoolz and faith-based arganisations aperates at the community level,

Relationship: Relationships ara the interactions between pears, friends, partners, and families. How
relationships function and contribute 1o gender inequallty is influenced by the community context that
people live In, the institutions and structures thut they operate within, and the individual atlitudes thay
hold, Each of these factors is further influenced and reinforced by the society lavel,

Individual: The individual leval describes a person’s atlitudes and behaviours, Persanal charactaristics
and altributes, as well as intersacting factors of diversity, influance how an individual may axparience or
perceiva gander inaguality.

Figura 2; Socio-ecologioal model = a dynamic systom
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Vision for the future and problems to address

The ultimate goal and key ouicomes

The ultimata goal of the Strategy is that evary person's aspirations. opportunities, experiences, treatment
and oltcomes are free from the influence of gender, This will be achisved when tha key structural
frameworks across Australia are gender transformative and intersectional, and expansive and
diverse gender roles are pervasive, supporting all individuals 1o be who they ara and pursua their
aspirations for the life and identity of their choice,

Te achieve gendar aquality, Australia must transform the instifutions and structures that reinforce
inaquality in their current form. In parallel, values, customs and norma that contribute ta continued
inequality and discrimination must be reassessed and adjusted, with govarnment, workplaces across all
sectors, and community groups facilitating and supporting this process,

The drivers of gender inequality

To achieve gender equality In Australia, a transformative agenda for change s required that tacklas the
drivars of gender inequality, specifically;

= Gender normes that constrain people’s choices and life outcomes within gender dafinad rolas
= Exisling Institulions and structures ihat perpetuate gender norms and maintain Inequality,

Az individuals, our experiences of the world are informed by axisting gendar norms which prescribe
expactad pathways and expected templates of aspirations, choices, behaviours, attitudes, and actions
for particular gendera, predominately for those who identify as male or female (man or woman). For
example, it iz ‘nermal’ for women (o be the nurluring person of their lamily siructure while men are seen
as the provider or breadwinner. If oheerved life sutcomaes of women consistently and systematically differ
from men's, it is an indication that gender (i.0. the operation of gender norms) has bean a daterminant
throughout that person's lived experiences, If observed outcomes differ by other dimansions of identity, it
ia an indication that further Intersecting layers of inequity (€.g., ageism, racism, etc.) have baen a
datermining factor,

Norms éxisl as a mechanisms for conferring power and status to some groups over others. They spell
out an axpectation that men will fulfil rolos that are higher in social and econamic status and value, and
therefore have greater control over resources and assats and authority over others. Thase noms
disadvantage wemen, gander diverse, and non-binary people by limiting their access to the foundations
of prasperily and safely, Simultaneously, these norma can alao be harmful and conatraining ta men,
mlttng expectations for conformity which may not align to their valuas or enable therm o pursue goals in
line with their individual abilities or aptitudes.

The damaging effacts of these gender norms includa;

= harm o wellbeing including unhenalithy masculinities and male parpetrated violencs (e.g., man
accounting for 76 per cent of suicide®)

* forgone gains of divarsity and the losses of not enabling each individual to reach their potential (e.g.,
campanies that have more gender diversity are 21 par cant maqo likaly lo experience above-average

profitability )
« infringemant of human rights and human flourishing.

These norms manifest in various formal institulions and structures, such as labaur fafce participation,
leave and entitlements, economic outcomes throughout the lifespan, education, access to health
services and health autcomes, reprosentation in political and public Iife, division of labour in the home,
and gender-based violance, amony aothers. Thase spheras are Interconnected and dynamie, for Instance,
income securily and access (o paid work can contribute to supporling vulnerable (ndividuals to exit
violent relationships. Freedom from violence enables participation in declsion-making, thereby making
governance systems more gender responsive. In turn, gender responsive governance systems foster
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economic empowerment and halp pravent and address family and domestic violence. As existing gender
norms influence and reinforce formal structures of inequality and vice varsa, any action or infervention
designed 1o create change must addreas both concurrently,

Addressing the drivers of gender inequality
The approach te achlaving change is 1o identify the following:

= avision for the future

+  the oulcomas that will demonstrate if the visten has been reached

= thae levers of change that can be activaled to progress towards thase outcomas

* the sequence or order in which tha levers should be activated to maximise impact.

Addressing tha drivers of gender inaquality is & process of replacing the systems and structures that
perpatuate power and privilegs with ones that allow evary persen to thrive, regardless of gender and
intersacting identities.

Howaver, prograss cannot be mades without consideration of tha impact, and oflan compounding affect,
that intersectional characteristics (such as sexualty, age, culture, Indiganaily, gender idantity, disability,
and socio-economic status) can have on how an individual experiences and moves through iife, For
many Australians, inaquality will manifest in more forms than just gonder. Consequently, activating the
lavers specified in this theory of changs must be done with careful consideration of how they will Impact
people with intersectional identities, and d a different approach is requirad to appropriately respond to
thair needs.

Finally, achieving gender aquality ia not just the responsibility of govarnmant; all domains of sozlaty,
including workplaces, communities, sectors, and individuals, must collaborate and work togather {o drive
progress.

i
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Guiding principles for achieving gender equality

To achieva the goal of equality, actors acrass society will need o become (and remain) engaged and
committed ta transformation. This Is not a task Just for government, bul one that requires collaborative
partnarshipa across clvil saciety, layers of governmant, academia, non-govarmnment arganisations
(NGOe), and private sectors,

Itis also eritical ta ramain mindful in designing and implemanting actions to achieve gander equality
activities that the human experience is intersectional and gender equality approaches must be too.
This means acknowledging that gender discrimination can intersect with and ba amplified by other forma
of digerimination, creating a unique set of barriars that need to ba ovarcoma,

For thesa reasons, tha implemantation of the theary of change and MNational Strategy will be guided by
the following two principles:

Interventions to achleve gender equality are Al domalns of soclety play a role and work
intersectional ' collaboratively

Intersectionality and gender equality

This theory of changa acknowladges that inagualities do not manifest in distinet silos of inharant
individual characteristics such as race, gender or gander idantity, sexual idantity, age, socio-economic
status, ethnicity and Indigeneity. Rather, they inlersect, sometimas compound, and ean ba mutually
reinforoing. For gander equalily to ba achieved in Australia, the ways in which thase Inequalities manifast
at the individual, social, structural, and political lavels and scross settings must be understood,
inturruuntnd, and addressad. [Lis critical we centre Intersactional axperiances and identities and cperala
from a framework of intersectionality built on an understanding of how a broader context of idantity
impacts an individuals differently, at different timas and in different contexts.

At the same lime, gender, as an Internal signifier of an individual's identity, goes beyond the binary of
man and woman. Binaries of gander identity (male and famale) as a production of biclogical sax - which
is assigned at birth — are associated with gocially constructad aspects of famininity and masculinily and
respectiva attitudes, feelings, and behaviours, As a resull, the population whe do not (dentify as male or
female (e.g., non-binary, iIntersax, tranz, or gender diverse) (s aften renderad inviaible and can
experience repercussions for faillng to adhere te any gender normative pathway,

Working across sectors

Fer gender equality to be transformative and sustainable, a coordinated approach with multiple
slakehelders and partners is required, This includes collaboration betwean all levels of governments
(Commonwealth, State and Territory and Local), employers, trade unions, religious institutions, NGOs,
and academics with a particular focus an transformative and evidence-informed intersectional
appraaches, Govemments al gvery Tevel have primary responsibility for setiing goais, strategies, and
direction, in line wilh their international human rights obligations, for ensuring squality of all individuals,
However, governmant levers, while eritical, cannol be enacted in isolation, Evary sector, institution and
organisation, community and individual have a rele and responsibiliies in achieving gender aquality,
Efforls must be coordinatad to leverage the sphere of influence of each slakeholder to ensure sach
aspect of Australian lifa is accounted for, and to ensure efforts are consistent and mitually reinforcing.

Pattnarships betwean governmants and grassroots organisations are also Important to draw upon deep
and situated local knowledge and ensure community ownership of the work and the inclusion of diverza
perspactives,
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Collectively, leaders and leadership in all spheres, including voices of influence, Industry leaders and
elected governmant officlals, must work to create an enabling envirenment which champions sustainable
change and total transformation,

Activa partnership and collaboration are required across the soclo-ecolagical model, including betwaen:
+  Commonwealth and state and territory governments, and |ocal governments

= Employers and employee represertatives in gender segragated Industries that mast contribute to the
gender wage gap (e.g., health care and social aesistanca, retall tradé and mining and construction)

* Leaders in sectors which are major influencers of gender attitudes and perceptions, such as the
madia, arts and cultural organisations, educational institulions, and religious bodies

= Governments and grassrocts organisations to draw upon deep and situated local knowledge and
ensure community ownership of the work and the inclusion of divarse parspectives.
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Levers of change

To achiove gender aqualily in the structural frameworks operating across Australia and in our social
norms, the theory of change cutlines a range of actions (called levers of change) to be undertaken
within thrae areas of focus, These octions will drive ongoing progress towards the outcomes at sach
level of the socio-scological modael, '

For thage cutcomes to bae achievad, tha lavars that will drive the change necessary for these culcomss
io be achieved, fall into thres broad areas of focus:

: ety Bt anel Foundational sectors itnd
Inge, vy iy forcl it sottings driving change

and

T through'i sconomic
achleving :

results

Investrant and effort across thase three focus areas must be engolng, even when the ultimate goal of
equality has been achievad. These three focus areas set out levers as core domains of activily for a
gendar equal society which must be continually assessed and addregsed to maintain a gender equal
zociaty, Activities within this focus araa Influence the full suite of outecomes within tha seclo-ecalogical

madal,

Government setting the direction for change

Government at all levels sat the overarching vision and strategic direction to achiave gender equality,
These mechanisms provide the structural feundation upon which the other focus areas build their actions
to transfarm sociely,

Mechanisms for theé leadership role of governmant inélude the following Kay lavers:
Using clear governance accountabilities to improve gender equality

Addressing gender inequality requires input and action fram all levels, departments, and agencies across
government. Dafining ownership, governance, reporling, and accountahllity mechanisms for achisving
gendar equality and implementing actions specified in the National Strategy to Achieve Gender Equality
iz eezantial o ensure that progress i made and that everyone contributes te objectives. Governance
and accountability for progreasing gendar equality must be accompanied by aceess to gender
dizaggregated data, defined indleators and measures of progress, and a robust maniloring and
evaluation capability, as well as guidelines, tools and communication for departmants and staff to utllise,

How clesy govermanca accountabilftiog can be used o improve gender equallly

Large scale tranaformations of this magnitude are raraly, if avar, effective and sugtainabla without
leadership, established governance and accountabllity, and data and measuramant capability 7
Coordinated and aligned leadership from across government departmants s essentlal io create the
necassary cultural and process changes within the public service to deliver on gendar equality
objectives, * There musal be sufficient resources dadicated to investmean! in public service stall capabilities
in alignment with the Strategy (e.q., training on gender responaive budgeting and whan/how to parfarm
gender impact assessments), and for stalf to embed a gender transformative approach inte thelr work.
Cultural changa and awaranass ralaing about the purposa of tha Strategy and a vision of the future will
also ba raquirad, Awareness raising can be augmanted by mandatee, monitoring, and reporting
requiraments to enforce gender transfarmative approaches into policy and program design, Clear
reporting requirements will embed ownership and responsibility for results acrosa portfollos.
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Using Investment in co-dasign and collaboration to improve gender aquality

Co-design and collaboration with communities, businesses and citizens s Integral in developing and
implernanting policies and programs that meet the needs of the people they are intended to suppor,
Drawing on the insights and expertise of those with lived expenence or with scientific and technical
expertise during design, devaélopment, implementallon, and evaluation can deliver more innovative and
effective solutions to public pelicy issues. It can concurrently bulld trust in public service capability and
contribute 1o an angaoing collaberative relationship with citizens, ™ 10 m turn, this can reduce the potential
for resistance to changa and backlash, ' Governments must dedicate resources to embedding co-design
and collaboration into government processes and training publie service stafl in the skills required to
facilitate this. If is critical that collaboration moves beyand informing and consulting, towards genuina co-
design that includes the public in solutions at every stage, from design, development, implementation,
and avaluation.

How jnvastment in co-dasign and collaboration can be used lo improve gendar equality

Increasing complaxity of public policy issues and pravalence of infractable problems, like gendar
inequalily, necesaitales new models of palicy and program design that leverage all available expertise. 12
Co-design with citizens can improve idea generation, efficiancy and impact of services, and greater
citizen outcomes in the long tarm. 2 |n addition to improvamants in outcomas, genuine co-dasign can
build trust in the government and in public services’ capability and eapacity to deliver value, working to
counterncl decreasing levels of citizen trusf, 1.1

In ragard to gender aquality, co-design and collaboration can;

= Bring In citizens, the private sector, and non-government orpanisations to collectively address gender
inaquality and accelerate the transmission of solulions and approachas across sectors, organisations,
and levels of government

+ Reduce the likalihood of passive resistance to change and active backlash®

= Ensure that interventions are tailored to the communities that they seek to influenca and suppart and
addrass tha specific intersectional issues that they face,

Co-dasigning with citizens requires buy-in from leadership and stalf from aicross organisations, Co-
design is most effective when the public sector possesses the necessary skilla to create an open,
trusting, and collaborativa anvironment. Thig requires technological litaracy, active listening skills,
empathy, capabilities in bullding cultural safety, and skilis In building and maintaining clear
accountabilities, ' It is alse essential that diversity Is present within the public service leam facllitating co-
dasign, particularly when engagling with diversa and marglinallzed groups,

Ce-design and collaboration affer an opportunity to accelerate progress towards gender equalily by
leveraging all available expertise and experiences, while simultaneously activating and including the key

actors necessary fo resolve the issue.
Using gender transformative policy and program design to improve gender equality

Gander transfoermative palicy and program design seaks to transform existing social norms (o aliminate
inaquality. It moves beyond gender sensiliva and gender respansive approsches by actively addressing
the root causes of gender inequality, rather than solely fozusing on equalising outcomes through equity
measures and service access, "% Intersectionallty is a fundamental principle of suceessful and Inclusive
gender transformative approaches. Many of the norms and power structures thal cause gender Inaguality
have a disproportionate impact on women with diverse and intersectional backgrounda, and
consequantly thelr experiencea must be bullt into gender transformative policy and program design, *
Gander transformative approaches must be accompanled by gender responsive policies and programs
to enzure thal outcomes for women, gender diverae, and non-binary people do not ragress and that the
symploms of gender Inequality are responded to while addressing underlying causes.

How gender lransformalive policy and program design can be used lo improve gendar agualily

Governments are incraasingly aware of the nacaessily of gander responsive policy and program deslan
and utillsing gender impact assessments ta creale fairer outcomes and aquitable access to résources.
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This needs to be bolstered by a clear commilment fo adopt gender fransformative approaches and
guidance across government that cleady anticulates how this operales in practice. Greater eoordination
among depariments and levels of government will alss be necessary to ensure thal different policies and
programs are complemantary and cover kay dimensions of inequality, 2

For example, Gender Responsive Budgeting (GRE) is in its infancy globally, with a relativaly small
number of jurisdictions (nationally and al the equivalent to state level) now building their framewarks,
these Include Victoria (commenced in 2021) and New South Wales (who released their first Women's
Opportunities Statement within the FY22/23 budget) as well as the Australian Federal govemmenl. A
2017 raview of GRE by the OECD noted the following principles that are neaded to support robust
gander budgeting In practice:

= Astrategic framaewerk, that cutlines the overall goals and whole-of-governmant approach beyand
GRB

= Implementation toals, in particular an expansion of budgeting models to incorporate gendar
perspectives at each phase

+ Enabling environment, Including the systematic collection of data, capacity development of staff,
angagemant with the public and oversight from parliament and the audit office.

With these guiding principles In mind, further effort [e neadad to affectivaly Implemeant GREB at the
commanwdéalth and slate level in Australia, Under the following guiding principles;

* In line with community aclivation strategies, a whole-of-gavermnment approach to GRB is neadad, with
full cultural buy-in acress all departments sind level of government; the process neads to ba seenas a
gritical pillar of achiaving gendar eguality

= Enhancement of all budget models to include gender impact assesaments at the ex-ante, approval
and ex-post phases of policy decision making

= Establishment of framaworks for measuring and reporting outcomes, and accountability for showing
improvameant in gender-based outcomeas,

Levers Inpractice

Due to parsisting social narma around the male breadwinner model, woman's workforca bour supply
is far more elastic than men. Subsequently, any changes te marginal tax rates are mora influential on
women's labour force participation. 223 The Impact of marginal tax rates upon warkforce participation is
compounded for womean with caring responsibillties, as thay must pay for care in addition to taxation,

KPMG has estimaled the impact of the additional cost of childeara on working mathers by defining a
Workforce Disincentive Rate (WOR) as the proportion of extra eamings that is lost to a family after
taking account of additional income tax paid, loss of family paymenls, loss of childeare payments and
incrensed out-ol-pocke! childcare costs, A WDR of 50 per cent indicates thal a family losas half of the
mothar's additional earnings from increasing their work hours. Prior to the recent expansion of the
childcare subsidy, WDR's of between 75 per cent and 120 per cent werse comman for mothers seeking
to increase thelr days of work beyond three per waek, *

This disincentive reduces the value of women's wondforce participation to thair family, proviaing
financial incentiva far them to perform a traditional caring role. A gender responsive design of marginal
{ax rates and childcare subsidy arrangamants may be necessary in the short to medium term ta aceaunt
for differing labour supply elasticity betwean men and women, Including through gender responsive
budgeling and other reforms currantly undarway in some jurisdiclions.
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Commissioning for outcomes to improve gender aquality

Commissloning broadly refars to any government processes which transfer resourcas, work or pasilions
te external organisations or individuals. Commissioning for cutcomes ensuras that organisations of
individuals wha administer goods and services or hold positions can demonstrate thair capacity to delivar
on outcomes as specified by government. Procurement, commissioning and contracting can each bu
laverad to progress gender equality and shapa the way that institulions within and beyond governmant
respand to ineguality.

How comimissioning for outcames can be used fomprove gendar equolify

Commissioning of communily organisations and businasses to deliver government services has become
imremingl:.r cammon in Austratia. Commissloning enables governmant to autsource tha lime and
resaurces required lo manage and opaerate services, instead allowing for attention to be focused an
performance and aulcomas of the provider.*%2% |n doing so, organisations that are commissioned to
daliver services are drivan to innovate, strive for consumer and community Tocusad banefits, and align
their delivery approach lowards gender equalily outcomas. ¥

Kay dimansions of commissioning that can Influance gender equalily Include:

+  Grants administration: incorporate gender and intersectional considerations into grants
administration criferia and assessment processes to defiver more affectlve servicea that meeat the

nesds of the community.

*  Procurement rules: Similar to Indigenous Procurement Rules, the government could sel targats for
value or proportion of contracts thal are awarded 10 businesses that meaet specified gender quotas in
leadership or on boards.® Procuremant rules could also encourage employmant of woman in non-
traditional rales, such as trades, by setting gender targets for awarding large conatruction contracts,
Clearly, this would nead {o be supported by other measures designed 1o encourage warmen info

frades and remove barriers o participation,

= APS contract management capability: Greater contract management and coordinated procurament
can daliver ukgn'rﬂmni savings for tha government and improve the outcames daliverad threugh
commigsioning and contracting,*?

Effactive and outcome focused commissioning has wide-reaching impacts across the govarnmant and
into the community, Progress (o dale in improving commissioning acress government can be built upon
to further accelerate gender equality and demonstrate the government's commitmant to addrassing
inequality. Holding a gender responsive and transformative lens over commissioning is also necessary to
ensure that il does not Inadvertantly stall or reverse progress,

Using robust data and evaluation to improve gender equality

Monitoring and evaluation, Including concise and reallstic benchmarks, baselines, and processes, are
imporiant parls of driving sozial change. Givan the diversity of Intarventions and actars raquired to
achisve pendoer aquality, robust data and evaluation are particularly important. These will increases the
likelihaod that the transformativa potential of any planned interventions |s reached. By measuring and
reparling on relevant progress, success and outreach indlcalors, the extent of transformation can ba
tracked and supportad through evidence-informed adaptations to strategy and intlatives, It will alse
support the effectiva implementation of interventions and measuras, ensure aceountabllity, enhance
knowledge and understanding of ongelng changas, and allow for iterative design to address unintended
consequénces and emarging issues. %

Haow toblat data and evalualion can be used o improve gender equalily

The Thodey review of the APS highlighted the nead to embed a culture of monitoring and evaluation into
policy and programs, facilitated through high qualily data collections and clear reporting guidelines. ™
Implementing dedicated evaluation and research capabilitios into the public sarvice will allow for
government ta respond in a more agile fashion to emerging issues and develop new interventions based
on what & known 1o work, for who, and under what circumstances, ™

As a priority, there must ba expansion of available data that captures attitudes towards gender equality
and prevalence of related behaviours, with sufficient data granularity to disaggregate data by kay
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demographic and intersectional characteristics. This is essential to ensure that interventions and
approaches are maating the needs of groups who are uniqualy and disproportionally impacted by gender
Inequality, such as women with disability, First Nations woman, LGBTQIA+ peaple, migrant and refuges
waman, wornén living in rural and remote regiona, women from lew socio-acenomic status, and CALD
women, This will build a foundation for more advanced analytical techniques and madelling 1o occur, with
flaw an effects to more innavative, effective, and targeted policy and service delivery,

In practice, the developmant of an ocutcomes framewark for the Strategy will assign aceountability for
results and allow for identiflcation of data gaps and patential for future data collections, The oulcomes
framework will include a mix of quantitative and qualitative indicators 1o measure prograss across a
range of domains related to gender equality, This may Include:

* Domains (our aspirations for cullural, attitudinal, behavioural and structural change)

*  Qutcomes (the diffarances wa want to sag)

+ Indicators (to answer the question of how we will know if we are progressing towards the oulcomes
and targets), Indicaters will ba developed for sach autcome, including {bul net limited to):

- Prevalence of community eltitudes support Intersectional and gender equality
= MNumbear/percentages of legislators or senior officlals

— Representative in pariament

- Presence of civil iberties (freedam of press/movement)
= Ownership rights

- Violence against women

- Health and education (life expectancy)

= Educational attainmant

= Gender pay gap

— Labour force participation

= Earnad incoma.

Readying and activating the community for change

Several mechaniems can be smployed to drive community and institutional activation to achleve gender
aqualily. These mechanisms draw on behavioural insights to target altitudes, norms, and values and to
pave the way for positive change without apathy, backlash, or fear-based responses. Readiness and
activation mechanisms Include the following key levers,

Using awareness ralsing and collective organising to improve gender equality

Awareness raising can Increase knowledge of gender inequality and infarm an understanding of tha
social and economic benefits and moral imperative of resolving it.2* It exposes peaple to new ideas,
challanges existing views, and can facilitate conversation aind debate among citizens thal bulld tawards
mutual understanding of more contemporary Australian cultural values, Awareness raising can operate
across all levels of the soclo-acological modal, rom national awareness campainns fargaled at societal
values {for example, promating social norms that prevent gender-based violence), awareness raising
within workplaces and organisations aboul the valua of diversity, through to grassroots and community
organisations advocating for tha needs of thair enmmunities,

Awareness ralsing is a precursor (o activaling collective organisation. To move tha community from
awareness onto bebavioural change, there must be space and resources provided for community actors
te colleclively organise around an area of focus, to advocate for approaches to progress gender equality
that meet the neads of thair target or foous group and to take action to drive change. Collactive
nrgamsing i& in par enabled Ihraugh an active and influential, not-for-profit sector that is resourcad
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apprapriately to advocate for cilizens and deliver services 3% Callective prganising ean also take place
in trade unions, cammunities, and workforces, such as the public sactar,

How awareness raising and collective organising can be used (o improve gender aquality

Frnqren lowards gender aquaiity has stalled in Australie in part due to a fallure 1o shift the undearlying
norms and values thal continue to shape our society and institutions. Awareness raising | an assantial
first step in shifling these social nerms and cullural values and challenging beliefs that equality has
already been reached, While awareness is rarely sufficiant to create the behavioural change necessiry
to achieve gender equality, it can work to prima individuals for future change and faciltata acceptancs fof
policles, pragrams and inlliatives that are more effective in progressing gander aqualily. ™

Readiness for change |s an important factor in whether an intervention will be effective at shifting norms
and atlitudes. Awaranass ralsing that is pitched too far ahead of the cemmunity's readiness to change is
likely to fail and may create active hostility and pushback aganst the intended outcome, ** Here, goal
soltting is important. Evaluating community attitudes firet and using an approach of progressive
approximation to the desired final goal, can be an affective way of preventing resistance to change while
kesping people motivated to strive for change.1?Far exampla, the goal of Australia's national plan fo
respand 1o family, domestic, and saxual vielence (FDSV) was titled, and had a goal of reducing FOSV.
The second national plan, released In 2022, Is now aiming to end FDSV.

Bridging the gap from intention or mindset to action requiros awareness raising to be paired with
intarventions that target multiple layers of the socio-ecological model and are designed to drive
behavioural change,® This is particularly perlinant for angaging with men and boys, who tend to respond
batter to interventions and awareness raising that leverages poer-based learning and has been co-
designad with men,*?

Despite the prevalence of awareniss raising, there is limited evidenca on the impact and effactiveness of
many approaches. Any allempls (0 raise awareness should carafully consider language use, draw on
approachas that are known to make change, attempt to build empathy in the target audience, ulilze
multiple communication platforms, and lsverage the influence of paers and role models whara

possible, #1424 Critically, awareness raising must draw on intersectional parspectives and experiences o
ensure it s accessible, culturally sensilive, and appropriate for different audiences.

Even using bast practice approaches to awareness ralsing, resistance and backlash Is an expected part
of any change process.*04748 Backlash and rasistance can manifest across a spectrum of passive (o
aclive responses that seek to maintain the status quo. While awaranass raising may initially be the
trigger af resistance and hostility, it is alse part of the solution to minimise backlash effects in the longer
term and pave the way for future suppor for more active and tanglble gender equality inlfiatives +°
Research indicates that sducation campaigns, consultation with the relevant community, and
Involvement of those communities in the design of solutions are effective approaches to prevent passive
resistance o change and active backlash,

"~ Lorspanise

Anticipating and responding to backlash and resistance = adapted from Change the Story

The approaches to anticipating and responding to backlash and resistance against domestic and family
violance prevantion work datalled in Change the Slory and below can alaa be leveraged In the cantext
of addressing pendar inaquality, These include: 1!

+  Ensure laws and palicies exist to respond to illegal forms of backlash such as doxing, cybarstalking,
image-based abusa, or threats of violence, with additional cansidaration givan to tha safaty of
advaocates, policymakers, or practitioners who may be largets of backiash

For aach Intervention, consider how backlash may occur and draw on mulliple approaches to
mitigate or respond to it (e.g. using lavers like role madeling and normative messaging to reduce
chances of backlash occurring alongside approaches in this list to respond to backlash)
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+ Develop interventions lo address the social norms that perpetuate gender inequality to prima the
community far change

* Allocata resources for research, menitoring, and avaluation of strategies or interventions designed ta
raspond 1o backlnsh and resislance,

Awareness raising (s the responsibility of government, organisations, not-for-profils, and advocacy
natworks. To maximise impact, awaraness raising cannot operale as a lever on its own, It musl b
backed up with tangible actions that capitalise on the public awarenass and discourse that has bean bullt
as a result of awareness raising, As a priority, the governmant must play a stewardship role in setting the
tone for expected attitudes and behaviours, demonstrated through development and implementation of
policy, programs, and legislation that are bath gendar responsive and transfarmative.

The pairing of awarenaess raising with collective organisation can be a powerful demonstration of
commitmant to get paople involved, minimizge to reduca resistance and to motivate peoaple to stilva foar
change. This is enabled through resourcing cormmunity groups or arganisations {(e.g. sporting clubs,
faith-based organisations etc) fo come together to articulata the gender equality issuea thay are facing,
and the sclulions they envision.

Using role modelling to improve gender equality

By promoting and increasing visibility of desirable behaviours, role modeliing can be an effective
approach to increasing acceptance of a broad range of gendar roles, careers, lifestyle choices, and study
options, Rale madals tend (o hald status or experiences that grant them admiration and legitimacy. They
are mosl influential upon members of marginalised groups whe are 'like’ them, whether that be through
gender, ethnicily, sacio-economic background or other factors and attributes.® % The impact of role
models generally falls inlo thrae distinet functions of affact;

1. Atting as bahavioural modals
-5 Reprasanting the poasible
3 Baing inapirational

Rola models may possess multiple of these functions in their role; On this basls, role moedalling can wark
in multiple ways to cteate behavioural change that is necessary for gander equality.

Mobilising men to take action for gender equality

Role modelling can also be utilised successfully to drive mala participation In achieving gender aguality.
on often neglected focus of gender equality interventions and inltiativas. 5 &

* Increasingly, thera is recognition that efforts 1o equalise study and career options for women must
work cancurrently with interventions that encaurage men to hold an equilable burden of care and
domesltic wark, including being flexible at work and using leave antitiemants to maet this nead. Rola
madelling has proved successful in expanding constructs of masculinity ta include ‘caring
masculinitios’ and engagad fatherhond 9. 60

*  Leveraging the influgnce of role models can shift atlitudas and bahaviours in groups that are most
resistant to change by spotlighting role modela who are 'like' them, Men hold greater influence,
powaer and leadership pesitions in soclety and are well placad to generate engagement and
collective action, particularly among other men, %

Men experience loss backlash and punishment compared to women when they confront gender=
based discrimination or abuse, and when they advocate for the importance of gender aguality,
Utilising male rale models and advocales can reduce burden and backlash against women who
advocate for change and activate the role of men as agents of change,
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* Rola modalling of desirable behaviours by respected cultural figures (such as a First Nations' sporls
parson, or community leader within a CALD group) can maore effectively create change In behaviours
and afttudes of people who identify with these communities. It alao means that the messaging and
hehaviour thal is madelled is mora likely to ba culturally safe and appropriate and will be pitchad at
the correct leval of readiness for ehanga,

How role modelling can be used (o improve gender equalily

Role madelling works 1o expand the possibliities that individuals can see for themselves and can creata
maasurable diffsrences in their behaviour aver time. For axample, representation and visibllity of women
in science technology angineering and maths {STEM), politics, and leadership increases tha likalihocd of
girls and women considering these as viable career options or pathways for themselves, 81.02.63 Ag
mentioned, it can alse ba drawn on to demonstrale desirable bahaviour models in a range of settings.
Within communities, groups lika 1 Million Womean are activating woman to take action to respond te
climate change by role modalling climate conscious behaviour and demonstrating solutions and tips on
how to make individual changes to thair lifestyle to fight climate change.

Mora broadly, role modalling of positive bystander bahaviour can increase the likehhood of others calling
out toxic behaviours into the future, as it creates awarenass that others perceive the behaviour as
unacceptabla, ® In a workplace context, activating bystander behaviour is particularly effective when a
person in leadership or with perceived high social standing intervenas in a siluation because it signals to
athers that intervening will not eause them to be socially excluded. Unfortunately, ihis can alse work in
revarse to limit bystander behaviour if Influential or senior staff are the ones discriminating or harassing
staff, stressing the importance of highlighting role models who demonetrate desirable bahaviours

Reporting requirements, targets and quolas that aim to increase representation of women and gender
divarse peaple in particular roles are a viable and effective machanism to direclly increase gender
equalily in positions of power and to amplify the impact of rals modelling and accelerate tha pace of
prograss.® Shifting the norms and values that undarpin harmful gandar steraotypes raguires & lot of
women to bahave differently and act in new roles; ayatemic change cannot aceur whan only a handful ef
woman ara vizibla role madels. %

Similarly, political parties have an impaortant role to play here, They are expected to represent the
commiunities they are servicing, both demagraphically and substantively. ™ Any efforts political parties
can make to increase gender equality = both among their candidates and party machinery — will halp
guarantae bolh that there ore visible, diverse role modals for the entire country and that their policies ara
informed by a wider range of voices, .70

Role modelling healthy masculinities and engaged fatherhood™

Promoting engaged and caring models of fatherhood can advanca gender aquality through three
avanuas:

1. Encouraging men lo take on a more equitable burden of parenting and childcare: This can
even out the gendered division of paid and unpaid labour, and increase tha propodion of men taking
flexible, parl-time, or parental leave arrangements. In doing go, women are offered mere opportunity
to participate in paid amploymant.

2. Shifting gender norms and stereotypes that perpetuate gender Inequality. Embracing
fatherhood and caregiving can begin 1o dismantie the norms that position men as breadwinners and
Wamen as caregivers,

4. Improving physical, mental, and relational health and welfare for the entire family unit: For
children, caring and engaged fatherhood bullds resllience, iImproves childhood devalopment
outcomes, and breaks down gender norms and slereotypes that are known ta parpetuate gandar
Inequalily, Engaged fatherhood can also act as a proteclive factor for man’a phyaical, emotional,
and social hoalth, thus contributing te a reduction in gendered disparities in health outcomes, ™

[ i i i line i [
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Role modelling of engaged fatherhood can enhanca the impact and uptake of policies dasignad to
ancourage men to play an activa and prasent rola in parenting, such a paternal parental leave and
economic policies to reduce financial efrain on parents, Research shows that gender roles and
constructs of masculinity in Auslralia often bacome more entrenchad following the birth of a child:
fathera tend to maintain or increase thair pald work time, resulting in them fulfiling their identity as a
‘breadwinnar’ for the family, while wamen reduce their work time for extended periods. Greating
supportive social netwarks for men that role model and demanatrate engaged parenting ean overcame
the narms and sterectypes that dissuade men from embracing caregiver roles. Similarly, it can expand
:!m[! r:ahape constructs of masculinity ta (nclude care and compassion. Rale medelling in practice may
ncluge:

+  Managers in the workplace role modelling ‘fTamily-friendly behaviours”, When managers ulilise
family-friandly workplace policies (e.g. parental leave, flexible work i) and share their experiences
balancing wark and farnily with staff, there was a measurable increase in the amount of time fathars
apent with their children and thair uptaka of thasa policies.

= Father support groups: Support groupa spacifically designed for man can increase angagemant in
fatherhood by assisting them to explore and expand their own concepls of masculinity and how it
ties with fatherhood, It can also support tham to feal more comfartable and canfident in their own
parenting abilities, leading to increased involvement.

Using normative messaging to improve gender equality

Normative meseaging Is the precess of influencing people te adept or ehange bahaviours or altifudes by
positioning the desired behaviour as a social norm that ‘everyone does’ within a group, regardless of
whether il is a positive or harmful behaviour. The desire to fit in can lead to individuals accepting and
narmalising the bahaviour er attitude that iz baing transmitled. 7474

Normative messaging can aither be intentional or accur as an inadvertent drift towards an emerging
norm. It occurs around us constantly through social media, adverlisements, traditional media, and
convaraations and Interactions wilh others, Normative messaging differs from awarenaess raising as it Is
only about behaviour, specifically how othars behave or whether they approve or reject certain
bahaviours,

How normalive messaging can ba used o improve gendar equality

Normative messaging is an affective strategy in shifting social narms by leveraging the desira of
individuals to fit in with their paars. As individuals we generally hold misconceptions about aur peers’
atlitudes and behaviours, and consequently increase or decrease our behaviour to align with what wa
balieve our peers ara doing, Closing the gap In what paople think others are doing. and what they are
actually doing, can shift pecple towards more desirable behaviours. ™ It can ereate significant and long-
lasting behaviour change for hoth fow-risk and low-affort behaviours, such as racycling, as wall as for
high-risk or harmful bahaviours such as binge drinking or sharing explicit images onling ™.77.78.70

Normative messaging can create behavioural and attitudinal change at any stage of lifa, but is
particularly effective for young people due to a higher drive towards canformity with their pears than for
adylts. "0 Individuals of high status or influence, like athleles or leaders of faith-based organisations,
can be particularly impactful in shifting social norms by demonstrating or promoting behaviours and
attitudas that progress gender equality objectives, # Peer-based normative messaging is alsa highly
offective, oftan even mare so than those using high-status people, but can be mora challenging to
intentionally activate as g laver for ereating chapge,®

Regardless of approach, normative messaging campaigns must be undertaken with cara, in order to
avoid unintentionally normalising harmful or dangerous attitudes and behaviours, ™ For example,
campaigns that highlight high prevalence behaviours (like smoking) can backfire by making [t seem more
common than it is and therefors normalising &, Similarly, poorly constructed public health campalgna that
focus on health disparitios of a paicular group can further stigmatise and steractype this group among
the population .87
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In the context.of progressing gender equality, Intentional normative messaging can be hamaessed
through public awareness campaigns, arts, and media and laveraging the status and profile of influential

peaple,

For governmant, normative messaging can be used across a range of sectors where gender inaqualily
manifests through media and communications campaigna. For exampla, normative massaging in the
healthcare seclor could be utilised to increasa men's help-geaking behaviour for thalr haalth, and in tha
education sector it might be used to shift children and young paople's parceptians on the accaeptability of
viclencea In relationships.

Using reframing to reduce bias and to improve gender equallty

Tha way that information is framed and presented has significant influence over how wa process and
respend ta it Framing and reframing is the way that a message is conveyed and can be utilised o
foster broad support and allyship with the message. For some, gender inaquality is framad as an affront
la their values and beliafs, or simply an exaggeration of a minor issue. To combat this, reframing the
issue to align it with higher level values {(e.g., fairnass, human rights) can shift the parception of the
problem and avoid people fealing altacked and becoming mora résoluta in their beliefs. Reframing In this
way can also avaid intensifying a ‘deficit model, wharaby community activation afforts are fosused on
highlighting the challenges, obstaclas, and deficiencies of a particular group. ™ Raframing issues to be
sirengths based and finding comman ground with those who are unsure aboul, or resistant ta,
progressing gender oguality offars a complementary stratagy o other community activation efforts.

How refrarming fo reduce blas can be used fo improve gander equality

Individuals typically hald multiple and competing perceplions of the pervasiveness and impact of gender
inequality. ™ Thesea bellefs are commeonly held at a sub-conscious and emotive leval and can therefore be
challenging to shift without paople feeling atlacked or vilified, The framing of gender equality as a matier
of falmess and of human rights has the potential to both make woman and marginalised groups feel
included and to prevent & situation where people perceive actions towards gender equality as
discretionary,

Framing and messaging can shift the level of support for gender equality Interventions for same of those
in the persuadable and opponent categories, *? Research suggests that the fallowing approaches to
massaging and framing are most parsuasive for driving change in sceptical audiances: 13,8485

Focus on human rights, not mutual benefit: Messaging is most effective when it emphasises that
women deserve equality in thair own right, not just because it banafits everyone.

+ Position all genders as part of the solution and convey a message of solidarity: This facilitates
collectivee action and a shared sense of respansibility.

+  Avold consistently focusing on obatacles and disparities in outcomes: Always framing gender
inequality arcund the challanges that women face can reinforce stereotypes, demotivata them from
trying o overcome obstacles, and frame gender inequalily as a women's (ssue, In¢luding messaging
that focuses on mon's systermatic privilage, as opposed ta women's oppression, can trigger peopla o
align gender inequality with higher order valuas of justice and aquily.

« Be solution focused: Ralsing awareness of the [saue must be followed up with a clear call to action
that outlines tangible solutions to the problem.

Raframing gender inaguality using the techniques autiined above must ba done in conjunclion with
awarenass ralsing and more tangible inferventions designed to shift behaviour.

Foundational sectors and settings driving change

To support gender equality, a range of equity measures must ba in place and operating effectively across
social Institutions and supports, Key syatema — like education, healthcare, housing, and juslice - provide
a safaty net of supparls (e help ensura everyona can live a life of dignity and can contributa maaningfully
to society. These are alse {ha foundatlonal seitings for governments, media, employars, and grassraols
agants for change to work togather in driving gender aquity outcomaes In Australla.
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Using the education system to improve gender aquality

Education rafers to the system of education and training institutions, This encompasses formal and
Informal education approaches which includes education that takes place at the various stages of a
person's life cycle starting at early childhood education and care (ECEC), pre-schoal, primary school,
secondary school, senior secondary school and tertiary aducation.

Education and training play a key role in praviding individuals with the knowledge, skills and
compatencias needad to parlicipate effectively in society and the economy. It is positivaly associated
with community engagement, advocacy and volunteering, trust and tolerance, healthy behaviours,
environmental conservation aciivities, employment, and business management. Educational attalnment
davelops higher skille, leading o higher rates of emplayment, higher productivity, and higher lifetime
earnings for individuals. it is therefore crucial to ensure peopla of all gendars have access to quality
aducation that s delivered in a gender equal setting.

How the education systern can b used to improve gender equalty

The role of education In advancing gender equality Is formative and foundational. Educational
institutions, parlicularly primary and secondary schools, are places that equip children with foundational
life skills and are facllitate mpactful opportunities to influence and affect change in mindsets.

Leversinpractice

Setiing the foundatlons of gender equality through Respectful Relationships education in
schaols Y07

The Respectiul Relationships Education in Schools (RREIS) pilot has been rolled out in a number of
early childhood, primary and secondary schools across Victorla, RREIS ambeds respect and gender
equality throughoul Lthe entire schoal envirenment, including school currleutum, policies, and taacher
training. Whila evaluations have noted opportunities to improve and refine RREIS, they also clearly
demanstrate that RREIS is challenging and shifting attitudes and beliefs that perpetuate and reinforce
gendar Inaquality, and by extension, domaslic and family violance, Evaluations of the Victorian RREIS
inltiative faund the following impacts of tha program:

+ Students’ knowladge of gender inequaliy, the foundations of respactful and healthy relationships,
and the types of actions, language and behaviours that canstitule family and domestic violence
improved,

Studants were better aquipped ta recognise disrespectful, vialent or abusive behaviour. This alsa
resulted in some studenls recognising that abuse had been parpetrated against them in the past,

= Slall demaonstrated improvad attitudes and behaviours related to gender equality,

= Secondary school students did not havis the same degree of improvement in attitudes and belials as
primary $chool sludents, in part due to the fact that "secondary students haven't had the
foundational soclal and emotional developmant that the Initiativa provides in primary years™, %

Finally, RREIS further demonstrates the need for gender equality interventions to address multiple
levels of the socie-acological madel at the same time. The evaluation found that the ‘whole schaal, .,
approach is the sinale most important erffarion for affective violance prevention’, RREIS works across
the individual and relationship spheres of the socio-ecological model by shifting individual beliefs and
how children Interact with each other, and then by reinforeing these lessons through updating policies
and processes thal dictate schaol operatians (institutional sphere) and angaging parents and the
broader commurity into the initiative (community sphara); The Impact of this flows enwards to tha
socieldl level and sets a foundation for gender equality by leaching young peopls to value and promote
aquality, respect and safaty for fulure generatlons,



FOI document 6 - 2025/276

Research conducted at tha Londen Schaal of Economics, Department of Gender Studies highlighted tha
following strategies and signposting to leverage education as a tool to achieve gander equality. ™ Thasa
include;

+  Currleular changes, for example, making texibook materials in STEM subjects reflact the work of
female sciantiste, or the reprasentation of women In atereotypically masculing roles

+  Pedagogical amends, for example, adopting methods which encourage agual engagement and
participation from children and young people of all gendars, including flexibiiity in learning slyles and
online participation

+  Awareness lessons, for example, gender awareness to increase ganaral sansitivily, understanding
and knowledge about gander equality/inequality

« Institutional faclitators, for example, ereating inatilutienal maehanisms that fredress incidents of
gender-based discrimination

* Infrastructural enablers, for example, closing gender gaps In enrolment through accessibility (basic
infrastructure ke functioning tollets), safe public spaces and transpor ta lead them to schaal,

For sacial change to cccur, a concarted effort 1o effect change in all areas of the ecosystem must take
place, Concurrent and active involvement fram govarnment aclion at a national eurriculum satting leval,
to grassroots invalvement from teachers and school administrators, is necessary 1o sea sustainable and

halistic eharge.

Importantly, thase who have direct contact with students are Instrumental in bringing about attitudinal
change. Heads of schools form a critical connection betwaan pollcy-level initiatives and intarvantions an
the ground, where school-level goal setting for initiatives and reforma neads to ba lad in accardance with
larger-scale policies. Non-teaching support staff in any educational and training Institution play an
impertant role in datarmining the experianca of students; thus, it is critical 1o train tham to acl in ways thal
promote gender equal practices and also ba aware of how to raspend in 2ituations when one studant s
being harassed or discriminated againat.

Finally, leveraging existing ‘framewarks’, such as NAPLAN, ta provide detalled and nuanced data on
literacy and numeracy lavels by gender and ils Intersectionallties, attitudes towards gender and gender
normg, achisvement in learning areas, students’ racords of perfarmance on kay employment related
competencias and information on student pathways, Such frameworks can be a powerlul diagnostic toal
for gander differences in educational outcomes. For example, recent NAPLAN results have shown that
‘boys are behind girs academically from the gel-go’ and may become trredeemabla onca they reach year
nine. 1% This may be attributed 1o various reasong, ona being that boys are likely ta be more easlly
distracted in a classrcom selting, being overrepresented across many behavioural and attentional
challengas, This may call for a change in classroom structures and approacheés, which allow for equat
opportunitios for genders to learn and aftain & quality education. '™

Using healtheare to improve gender equality

The healthcare system, as a lever of the Commonwealth and State governmaonts, is kay in providing
quality and accessible health care to all Australians. This encompasses averything from public health
and policy, madical research to servica delivery and diagnosis.

The health outcomaes of a parson are determinad by gendar, as well as othar intarsocting charactaeriatics
such as raca, ethpicity, socio-economic background and LGBTQIA+ status which can influence an
individual's interaction with the heallh systam on various levels. "™ Medical practice and medical research
have historically bean constricted into a 'one-alze-fits-all' approach, due to a lack of understanding of
wormen's health, paor diverse representation in medical research and leadership etc., randering the
inherent differences and physiological needs of diversa populations invisibla, and therafora prone to
macra and micro inequities,

Soclal factors are the conditions in which people are barn, grow, live, work and age and a set of forces
beyond the control of the individual, and are considered ‘downstream’ (factors which cceur at micro
lavals) from the structural determinants (factors which occur al macro levels), which are the gaverning
processes, aconomic and social polieles which affect pay, working conditlans, housing, and
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education. '™ Gender is also key in understanding healthcare, health seeking behaviour and hasith
status, Disparities between genders is evident within health care systems as a result of unconscious
gender biasas and sexism affecting patient care and wide scale health outcames. ' For example, In
2019, Natura published rosearch analysing health dala for around 7 million men and women in the
Danlsh healthcare system over o 21-year period. It showad that women wera diagnosad later than men
in maore than 700 diseases. "™ The diverse health needs of the LGBTQIA+ community are also
inadaquately met ko varying degrees, dus to a lack of funding and of patient cantred modals of care,
despite demonstrated disparilies and advocacy to improve intersectional health neads, 107

How healtheare can be usad to lmprove gendar equalily

While thera is wide ranging research literature identifying gender bias and tha downstream impacts on
individual and papulatian health outcomes, there is a dearth of research and literature on how to tackle
this bias. Practice and policy must be developed with a gender perspective which is comprehensive,
long-term, and expenmantal and that can be standardised, replicated and improved upon, Interventions
can be targated at the policy. system, and individual level,

At the policy level, gender budgeting may assist in highlighting and addrassing gender inequalities in
healih service use, treatment, and outcomes, informing different approaches al different lavals of policy,

A system leval intervantion such as ‘gendar mainstreaming’ could also be deployed in health systemns.
This approach requires that a policy er a program takes into consideration and addresses the known
differances butween gendars for rlsk and vulnerability, as well as for impact and autcome of a disease
and accaess and utilisatlen of services, It iz known that gender is a kay determinant of how individuals
interact with health systems. This iz parlly a consequence of differences in reproductive health neads,
responsibilities, care duties and knowledge about health and recogaition of symptems and thair
willingnass fo consult. Important differences in men's, women's and intersex vulnerability to haalth-
related conditions are not exclusivaly dua to blological {(sex) related causes, but are explained, at laast in
part, by the influence that gendar related factors have on their cholces and actions. Gender sensitive
heallh indicators can enable the detection of polential sources of gender Inequily in relation to health
oulcomas, tha detarminants of haalth and alse the parfarmance of haallh systems,

Gender bias In medical research, specifically, the recrutment of women into trials and the repoding of
gender related data must be addressed. ' Historically, medical studies have excluded femala
participants and there has been a failure of research fools to include sex differences in study design and
analysis. The results and data collested from these studies have been collecled, gensaralised, and
applied to all genders, a praclice that still persists today, ™ Tha gender gap in medical resaarch rasults in
real |ife disadvantages for fermale patients, for example, differences in drug efficacy or side effact profiles
and limited data an drug effects on fostuses,

Individual lavel interventions include gander bias in medical practice and sexism In clinical care and
diagnosis, For example, women's health in madern medical practice s slill being considared a ‘nicha’ or
‘spacialist’ area, although it involvas roughly 50 per cenl of Australia’s population. Similarly, thera ia likaly
o lnck of understanding of the expariences and health risks of transgender and intersax individuals,
which can place them at Righer health risk.

_.Leversinnractice

Providing better maternal health care ta First Nations’, low socio-oconomie, and ragional/rernote
wamen in Australia''®

The exiating funding and resaurcing of maternal health care in Australia is failing to meet the needs of
many women, resulting in poorer hoalth outcomes and higher morality. These impacts ara
disproportionataly experienced by babies and birthing parents wha are from regional of remote areas,
low Socio-economic backgrounds, or are Ahoriginal and Tarres Strail lalandar. Molhars from these
backgrounds and with the greatast healthcare needs (such as mental heallh nesds, diabetes,
hypertension etc) typically utilised pre- and anti-natal care at the lowest fraguancy, further exacerbating
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alraady poor outcomes. Responding te the needs of these groups must go beyond a one-size-fits-ali
approach of increasing access and covarage of matarnal health care services, Research by Fax, Topp,
Lindsay and Callander suggests that the barriers that inhibit health service uptake must also be

ovarcame including:

= ONerng traditional birthing practices for First Nations wornen and impraving access to options that
allow mathars to give birth on country.
Incraasing access to affordable mental health support services, particularly for paople In ragional
and rural regions, Wamen with a mental health condition are less likely than other mothers to access
matarnal health services,

+  Reducing out of pocket costs of health care for paople experiencing socio-sconomic disadvantage,

= Co-designing health services with the communilies who use them, particularly those wha are baing
underserved by the existing system,

Wilhout appropristely {ailored and co-designed haalth care for marginallsed waman, heallh insgqualities

will parsist and prevent Australia from achieving gender aquality,

Intagration of gander responsive health care, aradication of gander blases and tralning of workfarce to
specializa in women's and gender uﬂ‘!rmlng health cannot takae place without the concarted affor of
operational and systems changes from governments (Commonwaalth, state and tarritary and local),
public and private hospital systems, life sclances, academia, and sarvice praviders.

There must be an assessment of avallable experiance in reducing gender blased Inequities within heallh
systems and heallh providers, those most critical in praviding clinieal care, and where possible, learn

how to effectively scala up interventions.

Policy and organisational are alsa essential to mobilise public health and promotional activities to
address gender determined health behaviours and inequities, improving access to quality gender
responsive healthcare. Fuharmore, the Involvement af health workers can act as a catalyst of integral

change in the healthcare system,

To move forward we need (o assess the available experience in reducing gender-based inequities and,
where possible, learn how to scale-up effective interventions. While policy and erganisational changes
are essantial, the involvernent of health workers can act as a calalyst of integral change in the healthcare
systam.

An integration of a gender perspactive in all areas of the health sector is required to achieve haalth
equity. This means that all genders have equal conditions for realising thair full rights and the potantial to
be healthy, contribute to health development and benefit from the results, ' This includes haalth
disparities not just belwean men and women, but trans, intersex, gender diverse and non-binary
individualz, These oulcomes will necessarily interact and affect the fulfilment of human potential In all
ather aranas, thereby creating the foundations to achisve gender aquality.

Uzing workplace policies and strategies to improve gander equality

Workplaca gander equalily is achieved when people can access and énjoy the same rewards, resolirces,
and opportunities, regardless of gender. Australla has made significant shifts towards gender equality,
however, gaps are siill pervasive and persistent. The

Recant publications from the Workplace Gender Equality Agency (WGEA) revealed that prograss in

closing Australla's gender pay gap has stalled, with the gender pay gap remaining at 22.8 per cont™?,
This means that womnen earned, on average, $26 596 less than men in 2021-22

The report found that:

= Gender discrimination remains the leading driver of the pay gap, contributing 36 par cent of the §2.56
hourly pay gap

*  Other key pay gap drivers are caring for family and workforce participation (33 per cent) and the typa
of job and industry seclar of emplaymant (24 par cent)
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= Women at the stant of thair carear exparience a pay gap of 6 par cant bul az they progresa through
their caraers to top management levals the pay gap increases (o a high of 18 per cent,

Leversinpractice

Addrassing harmful workplace experiences to improve women's occupatienal wellbeing '

Wamen ara mora likely than man to experience harassmant, abusa, and discrimination in the
workplace, leading to impacls on parsonal welibaing, career progression and eatisfaction, and
erganisational culture, Workplace policiss and awareness raiging activities have typically focused on
addressing overt and intense forms of gender-based discrimination and abuse, withoul appropriate
considaration of the impacls of ather farms of sexism in the workplaca,

Resulls from a meta-analysis conducted by Sojo, Wood, and Genat found that "more intense yet less
frequent harmful experiences (e.g., sexual coercion and unwanted sexual attention) and less
intense but more frequent harmful experiences (e.g,, sexist organizational ¢limate and gender
harassment) had similar negative effects on women's well-being”. The impacts of thesa less
intense/more fraquant axperiences accumulate ovar time and can be more difficult lo address bacause
thay can often came from multiple sources or people, are difficull to identify as being wrong as thay are
normalised within the workplace and are thus rarely challenged by others,

Given that more intense/less fraquent and lass intanse/more frequent forms of mistreatment create
similar impacts on women's wallbeing, workplace policies and strategies should aim to address all
forms of mistreatment In the workplace and ensure that stafl understand that less severe actions can
have an aqually detrimental effect on women. Praclically, this requires.

= Staff 1o be educated in the types of actions, behaviours and language that constiiute the less
intansa/more fraquant exparlences noted in the study,

+ Staff1o be trained in positive bystander behaviour, with role modetling of this behaviour from senior
le@idership.

Warkplacas te have policies to respond appropriately 1o complaints about [ow inténsily sexism in tha
workplace, including training for staff responsible for handling complaints,

How workplace palicfes and strategies can be used o improve gendar aqualily

The raporl, She's Price{d)less (KPMG 2022) discusses strategies and actions ' to assist workplaces 1o
creale a more gender equal environment and future, 19 These include actions and activities to be
undertaken by the leadership. who are critical to defining the culture and attitudes of the organisation as
well ag living the valies on a day-to-day basis, For example:

= Eliminating workplaces sexual harassment, every-day sexism and gendered violence

= Addressing discrimination in wark practices such as hiring, prometion and access o lraining

= Increased pay fransparancy and reporting on gander pay gaps

= Underaking gender pay gap audits and aclioning findings

= Bigaling down social norma regacding whal roles and industiias ars appropriale Toi men and woman
+  Addressing wage inaquality In feminised industrias

= Increasing the share of woman in leadership positions, including through targets or other diversity

policies
= Developing networks of advocates for gender equality among man and woman who can address
barriers and affect change

= Improving work Iife balance, increasing availability of exible work
*  Incrénsing availabllity of childeare and decreasing cost
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= Enhancing availability and uptake of shared parental care

= Reducing disincentives to increasing workforee participation through parsonal tax, family payment
and childcare support systems

= Changing workplace culture and addressing uncansclous bias
+ Rathinking and redasigning part-time relés for managers

Sectors and industries, such as those whose primary role I8 service provision, must take a view 1o
actively promote pay equity and working conditions, Industries such as the human servicas, education
and public sectors are the largest employars of women and therefore have a specific onus ta reduce the

gender pay gap,
Using economic and financial instruments to Improve gender equality

Ecanomic and financial settings are eritical to ensuring individuals of all genders can exercise control
aver thelr Hves and make genuine choices; successiul policles in this space are a natural parallel to
improving the warking environment, Economic development, compatitiveness, job creation and Gross
Domestic Product (GDP) are bolstered by diverse participation in the Australian economy and in turn, all
Australians benefit through greater economic prosperity, security and standard of living.

Woman's employmant and labour force participation is a key par of the growth and develapmant of
country's eGonomy. In recent decades, Australia has seen significant progress in gender parity within the
workfares and labour participation. This has led to befter living standards for individuals and families,
improved tha bottom line of businesses and is a significant driver of ecanomic growth, Howaver, whilst
parity of workforce and labour participation is improving, ineguality still exists as seen within the gender
Py gap.

As highlighted in the She's Price(d)Less repart, the gender pay gap is driven by @ range of factors. The
key drivers are gender discrimination and bias, Gender discrimination is the single most imporant driver,
confributing to 36 per cent of the total gap. "' In addition, the feminisation of ralatively low paid jobs/rolas
in certain industries and the need 1o take on caring responsibilities and the impact on workiorce
participation are alse significant faclors, women are mare likely to work part time, and ovefreprosentad in
low paving rales and industrias and undarreprasantad in high paying rales and industries,

Sleps are balng taken {o address some of these structural barriers, for example in the recent ruling by
the Fair Work Commiasion to increase minimum wages for aged care employees gander discrimination
and biases in pay seftings was formally acknowledged. "'® This sofs a precedent for other female-
dominaled sectars but this will not be & completé solution, More needs 1o be done to address structural
inequalities in sectors where wagas are set by individual agresment, and to tackle female participation in
the workfarce.

How economic and financial insirumuonts can be used lo improve gender aqulity

Efforts to reduce gender inaquality must includa considerations araund the design of Australia’s tax and
tranafer systems (collectively known as the 'tax transfer systam'). Improving its design can increase
ecanomic paricipation and support sustainable and gander balanced econamic growth, particularly in the
wake af COVID-19,

Across the income scale, interaction of the tax transler system |.e., parsonal tax, family payments and
childcare support systems and the biases therein (i.e., the gendar pay gap) can act as disincentives for
individuals to paricipate in tha workforee. The impact of child caring desisions and the lack of social
infrastruciure to support childcare, for example, are key contributors o the gender pay gap, an incoma
gap and an individual's subseguent superannuation payout,

The tax transfar system would benefit from considerations on ways in which to support and incentivise
workforce participation through addressing the various ways in which personal tax, family payments and
childeara support syatama can compound and reinforce the aforementioned pay, incoma and
superannuation gaps, In doing so, batler outcormes in suparannuation and thus social sacurity in
refiramant can result. Closing the superannuation gap and creating financial wellbeing in retiremant |s
essential to ensure financial stability and prosperity.

i i i
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The sirategies Governments and organisations can adopt to assist womean increase thair econamic
scurity may include;

Further medification of the Child Care Subsidy, such thal there are reduced caps in subsidies in
cerlain pay brackots to reduce the workforge disincentive rate®

= ACarers' Income Tax Offsel, to be cradited against any incoma tax payable upon caregivers
returning to work after careering'#

= Address the gender pay gap and wheraver possible implement flexible working arrangements tor all
+  Review the payment of superannuation lo carers while they are on parental leave
«  Conlribute more than tha mandatad rate of superannuation en bahall of thair employeas.

This laver cannot see success in achisving gender equality without the collective efforts of governmants,
institutions and arganisations and workplaces. Government has the responsibility to set the vision and
stralegy, as wall as ensuring enabling factors are in place (a.g., ensuring childcare workforce and
infrastructure demands are addressed alongside universal access), Key sector actors, such as peak
bodies and unions, and all employment sellings hava the respansibility lo see this vision and strategy
adaptad and adapted o sull their agendas, policy, and structures,

Using social services to improve gender equality

The field of human and social services is broadly defined as services which meet the most basic of
human neede. The human sarvices sector plays & vital role in the wellbeing of the Australian population.
The range of services it provides includes child protection, prevention of domestic and family violence,
social housing, aged care and disability services, multicultural alfairs, LGBTQIA+ equalily, velerans,
gander (women's) equality, and support of vulnerable youth, For those affected by these issues, gender
is considered a key determinant of services provided and received, the ocbjeclives sought, the
characteristics of tha service and finally, tha culcomes achieved,

Levers Inpractice

Delivaring social services that meet the needs of migrant and rafugos women'®

Impraving service provision for migrant and refugee woman is integral to achieving gender equality for
all Australians, Migrant and refuges women who come fo Australia often have additional barriers o
accessing a range of human services that ara essential for health and prosperity (a.g9. demastic and
family viclence support sarvices, employment support), further exacerbated by experiences of prejudice
and bias. Thase challengas may include family and caring responsibilities, low English proficiency,
cultural or religious nerms and expectations, difficulties finding and maintaining employment, lack of
awareness of the human services available, and a smaller social support network.

Research by the Australian Institute of Family Studies identified the following principles as baing critical
far dalivering human services that meet the needs of migrant and refugee woman:

* A diverse, culturally compaetent and bilingual workforce: This facllitates connections, trust and
rolationships batween services and the communities thay supporl.

* Linking up settlement and mainstream services: Betler referral processes from settlement
sEVICes Into mainstréam services would support migrant and refugee communities to overcoma
access barriars and link them to servicas that meet thair naads,

+  Collaborating with cultural groups and community leaders: This halps incrense awareness and
vigibllity among migrant and rafugee communities of tha range of services available fo them. Sarvice
praviders also benefit from graatar understanding of what thase communities need.

= Using strengths-based service models: Services that focus on empowering and harnessing the
strengths of migrant and refugee women are most effective, rather than reinforcing a victim or deficit
mentality.
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How social senices can bo used ho improve gender equalily

There are also structural aspects of the sector itself, that must be addressed to drive gender equality,
Due to the historical undervaluing of women's labour in industries such as soclal work, recreation work,
welfara work, youlh work or community development work, there is a substantial wage discrepancy
between jobs in this and other sectors of the aconomy that are male dominated. Similarly, precarious
working conditions are parvasive in the human servicas sestor contributing to gendar disparities in
emplayment and financial outcomes across the whole econamy, 122

As the sector itsell is considered ‘faminised’ the inherent value of formal, informal, unpaid or non-
profassional modes of care work must be accounted for, particularly regarding a carer’s ability to
maintain full time employment. 12

Women have historically undertaken unpaid caring responsibliities and, prasently, are facing the
challenge of balancing unpaid care with paid employment. Workplace arrangernants of flexible start
fimes, special leave for caring and home-based work can positivaly contributa to the experlances of
amployaes with caring respongibilities. Recent progress has been mada as seen In the ruling by the Fair
Work Commission to incraase minimum wages for aged care emplayees, recagnising the undervaluing
of work in feminised Industries,

Issues such as child protection, domestic and family violence and aceess 1o affordable housing are also
heavily gendered, For example, woman and girls are mora likely to be the victima of sexual abuse than
men and boys, '™ Also, domestic and family violence disproporiionately affects women, where 85 per
cent of people who have experienced physical or sexual violance name a man as tha parpetrator of al
least ane incident of vialence. '8 Although home ownarship rates are broadly similar between men and
wormen, there are particular groups at increased risk of housing Insecurity, including women with their
children fleging o situation of demestic and family violence and women aged 55 and aver following
ralationship breakdown or divorce.

Uzing legal and criminal justice systems to improve gender equallty

In 1883, Australia slgned the Convention on the Elimination of all Forma of Discrimination agalnst
Women and followed thie with the intreduction of the Sex Discrimination Act of 1984 that pratacts prople
from unfair treatment on the basis of their sex, sexual orientation, gender identity, intarsex status,
pregnancy and breastfeeding. It also protects workers with family responsibilities and makes sexual
harassment againat the law, However, as seen within this theory of change, gender inaquality travels far
beyond the arm of the law, and well within the racesses of society, institutions, and minds.

Domestic violence and criminal justice systems, including response systems and processes, which are
responsive, agile and human-centric, is aritical in producing a safe society to allow Individuals of all
genders to lead (ull and flourishing lives, As of 2018, 1 in 6 women and 1 in 16 men experienced physical
and/or sexual violence and 1 in 4 women and 1 In 6 men exparienced emotional abuse from a current or
previoua partner, ' Violence against First Nations paopla and espacially women taka place at the
intersection of differant forms of oppression, with 1 in 4 experienced physical or family violenca 127

In the past, domestic and family violence was often seen as a ‘private’ or ‘domastic mattar’ and facused
an physical vielence, It is now understood that non-physical (sexual, psychological and emotional) abuse
can be just as harmful, Another form of domestic and family violence is coarcive contral, which includes
behaviours designed to contral anather parson in a domestic ralationship.

Perpatratm or abusers may exploit particular vulnerablidies such as being from CALD bazkgrounds,
peaple with disabilities and people who identify as LGETGIA+_ First Nations people are on averags 29
timas more likely to be hoapitals due to family violence related assaults than other Australians, with First
Mations women baeing hospitalised at around twice the rate as maen, 129

How legal and criminal Justice systeme can be usad (o improve gendar equality

Thera have been a variety of reviews in recent years which focus on legislative reform to address
domastic and family violenca. From 2021 to 2022, the Queensland Woman's Safaty and Justica
Taskforce canducied a wide-ranging raview of the experiance of woman across the criminal justice
aystem. It sought te understand the options for legislating against coarcive contral, the typas of
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behaviours and risk factors used by perpelrators in damestic relationships and the extent to which
wamen's voices have been cantred in its discourse, There was a total of 277 racommendations, all of
which the Queensland Government has considered and will be supporting either in principle or in full,
The response focuses Queensland Governmant affarts on: 12

¢ progressing systemic and legislative raform

= placing vielim-survlvors at the eantra

+ working with First Nations communitios

« reshaping community attiitudes aboul sexual consant and sexual violance

= meating demand for sexual vielance support sarvices across the state

= appropriate court managernent and sentancing for women and girls as accused
= dalivaring justice

= rehabilitating women In prison and girls in detention

= maasuring performance—govarnance, manitaring and evaluation.

The policing of women experiencing domestic and family violence has imporiant ramifications for the
safety of women and their children. There is @ cullural change that is needed and may be facilitated by
ongoing specialist, trauma informed training, addressing gendar balance within the police service, and
introducing women-only police stations. This is indicative of a nead for a systemic shift away from an
over-reliance on policing to respond to a broad range of complex sconomic and haalth jssues thal
woman face and build effective independant policy oversight and accountabilily systems.,

A rocent NSW Palice Force audit assessad the effectivaness of systems and processes, resourcaes and
capability to respond o domestic and family violence events. The following recommendations wara
made, including {but not imited to):13°

= |mprove warkforce and workload data collections, analysiz and reparing on domeslic and family
violence worklead velumes and allocations of apecialist and fronthing police to meet demands

*  design a procedurs to colloct, collats, and analyss sarvice usar and stakeholder faadback about
palice responsas to domestic and family violenca

+  review the process for investigating allegations of domestic and family viclance against current and
former serving police personnel and implement procedures to ensure processes are independent of
intarested parties and mitigate conflicts of intarest.

Thera ia a need to davelop a research and publie policy agenda to explore, fund, and enhance
alternatives to police and prisons and invest in whole-ol-system, callaborative, multi-disciplinary and
culturally safe support services. This requires a broad review of criminal justice system processes which
impact gender groups differently such as evidence gathering, and presentalion during trials, This can
includa the re-viclimisation of vicime-survivors of sexual abuse in court proceedings and specific training
for lawyers on how ta effectively addrass or engage with complex needs oulside of legal need, including
Identifying where and how gendered, domestic, and family vielance vietimisation might be relevant to
women's criminal justice legal matters '

Leversinpractice

Responding to bail laws in Victoria that exacerbate and entrench gender and racial inequality
and disadvantage '

Recent changes to Victorian bail laws have demonsirated the Influence that legal and criminal justice
systems can have on exacerbating and entrenching gender and racial inequalities and reinforeing
structures thal penalise viclim-survivars of family and domaestic viclence, Updates (o bail laws have
significantly increased the rate of pre-inal detention in the past dacade for women, paricularly so for
Aboriginal and Torres Strait Islander women and woman who are socially or economically marginalised.
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Pre-trial datention is often traumalising, disruptive, and has the potential of locking paople into cycles of
imprisonment, exacerbating existing health issues and patterns of trauma, and entrenching socio-
sconomic disadvantage. Researchers identified a *constellation of circumstances” that incréased the
likelihood of a woman being denied ball, most of which were indications of gender and raciat
inequalities (such as homelessness, family and domestic vialence, addiclion elc) rather than risks to
community safely. Through this, they identified six ways that legal and erminal justice systemns werg

exacerbating inequality:

]

the denial of bail to women withoul access to housing

intervantion arders precluding women fram housing

DFV-related isolation and control disadvantaging women's ball applications

polica pursuing other malters whan called to respond to DFV incidents

police ‘misidentification’ of the predominant aggressor In DFY

a perceplion of women as less ‘innocent’ or 'deserving’ of protection if they are already criminalisad,

Alangside systemic referm and improved fraining for police and lagal profeasionals, thera must be
significant investment in éxpanding access o holistic and wraparound health and soclal services, such
as housing, mental hoalth suppert, and alcohol and other drug treatment services, For many women, this
may divert them from or reduce their contact with the criminal justice and legal system by responding to
thair intersecting neads before a crisis point is reached. Gander aguality cannot be reachad in Australia
unlil the systems thal rainforce, exacerbate and entrench disadvantage and inequality are addressed.
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Intermediate outcomes by socio-ecologicallevels

Socio-ecological level outcomes

Achlaving gender equality in Ausiralia will deliver outcomes at each lavel of the socio-acological modal,
The desirad cutcomas at each level are mutually reinforcing, These outcomes will bé evident across the
dynamic system within which we all live and work. Presented balow (refar to Figure 3) are the outcomes
1o strive for in our efforts toward creating a gander equitable Australian society and how Australia might
look ance the outcomes have been achieved, Many of these cutcomes are currently measurable,
howaver work must ba done to strengthen how these can be tracked and improvad over tima.
Importantly, an Intersectional lens must be applied when measuring sutcomas on gendar equality,
Avallable data sources are often generalised to all women and do not provide a clear picture of the
different experiences of First Natians wemen, women wilh disability, CALD or lesbian women or gender

divarse people.

Figura 3' Infarmediate culcomes by sociowcological level
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1. Seciely values expansive and diverse forms of paid and unpaid wark

2. Society values expansive and diverse forms of family and househgid
struclures

L 3. Society valuss expansive and diverse forma of leadership and success Py




FOI document 6 - 2025/276

Socletly

The saciatal lavel of the socio-ecological madel reflects the gendered social and cullural norms,
stereotypas, valuas, and sttitudes that play out In Australian sociaty, Thess norms underpin, Influence,
and ara reflected in our institutions, communities, relationships, and individual behaviours, and are
mutually reinforced by the actions and behaviours oceurring in each of these domains. The cutcomes
described balow detall the transfarmation thal needs la occur in societal values, norms and attitudes
towards work, family, welleaing, and success to reach gender equalily, Within each of the outcomeas is a
description of how sotlety might look ence the sutcome is achieved,

The overarching autcome far thig layer of the socio-scological modal is that societal values and
frameworks expand to support gender equal social and cultural norms, Whera this is the case, it s
characterised by the follawing Intermadiale level oulcomas:

1 Soclety values expansive and diverse forms of paid and unpaid work

A gander equal society valuas divarse forms of work equitably, with an appreciation and
acknowledgament of the skills required to parform different types of work, Allitudes towards the stalus
and inherant value of the work does net reflect the gendar make-up of the workforea. Bimilarly, society
values and recognizes the contribution and skills developed and the contribution lo sur sockal and
aconomic development through unpaid wark, such ag caring and voluntearing.

Valuing expansive and diverse forms of wark might include {althaugh thig is nof an exhaustive list),

+  Recognition and respect for those who work in care-focused industries (health, education, servige
industry) and the impact they hava on the lives of their clients and soclety

+ Recpgnition and respact for thasa who work in unpaid roles (such as chilld and elder eare and
voluntearing} and the impact that this contribution makes to socisty

« Supporiive attitudes towards workers acrozs all sectors with flexibie arrangements for family earing
rolea, irespeclive of the gander of the care glver. Imporantly, this means naither axcassive
celebration of men who perform caring dutles, nor taking for granted that women will perform these
duties &s a matier of course

= Aftitudes about the appropriata composition of workforces in diffarant industries reflacting non-
traditional gender norms {e.g. women in trades and male nurses are egually acceptad and
calebrated)

= Aftitudes and axpacialions related to paid and unpaid work (hat ara fres from gender norms (e.g.
childeare arrangements are not presumed in the workplace)

+  Parcaptions of atiributes and trails are not based on gender, For example, wamen in leadership roles
are seen as strong, rather than bossy, and men in caring professions are seen as caring and
compassionate, rather than effeminate.

These values move us beyond gender inequality 1o broader notiens of what forma of work are rewarded.
This will open up pathways and apportunities for individuals of all gendare ta pursue their ambitians in
the field of thair cholee, without sacrificing thelr ralationships and earing roles,

Z Sociely values expansive and diverse forms of family and household structures

A gander aqual socioty recognises and values divarse typas of family and holds attitudes that suppor
pecple {o frasly choosa how their family structure operates.

Valuing expansive and diversa forms of family might Include;

« Puoasitive attitudes towards different family structures, including 'female-bread winner', single parent
families, singls paople without children, mulli-generational families, blended families, LGETQIA+ and
sama-sax parented families, farilies with two working parents, and families with a stay-at-home

parant, of any gandar
= Individuals baing valued for thelr own persanhaad, irrespective of whether or not they are parents

= All peopla in Australla being able to sea themselves reflactad Iin media and can identify with rola
maodals who embody a diverse range of gender roles and family formations,

Winidiini 11 D R L L e T e T
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These values broaden traditional gendared views of family structuras, and family rola pathways ara open
for all peaple to follow without fear of backlash or prejudica.

3 Soclety values expansive and diverse forms of leadership and success

A gander equal society equally valuas broad notions of leadership that do not necessarily adhere o
traditional, masculine jdeas of power and authority, This will allow wamen and poople with intarsecting
factors of diversily lo have Influence and leadarship visibility in society on par with men, A gender equal
sociaty algo embraces expansive nolions of what constitutes success, beyond powar, monay, and status
1o include physical, psychological, social, and spirtual wellbeing. In turn, leaders demonstrate tho
importance of wellbeing and work-life balance as principles of success.

Valuling expanaive and diverse farms of leadarship and suctess might Includa:

+ Professional raspact being afforded to paople based on ability and performance, not their gender or
athar intersacting identities

<  Calebration of leaders who sel a strong example in self-care and wallbelng and promota gander egual
Rams

*  Australian arts and culture celabrating, actively promoting, and reflecting the diversity of expariances
and paople within Australia

* Recognition of all life choices and cutcomes, reflected through the media, in promotion and awards
(e.g. Ordars of Australia, Australian of the Year elc), and other societal channels.

Institutional

Tha institutional level of the socla-ecological mode| refers o the formal structures, systems, and policies
in place in our seclaty, Institutions often refiget the values and noerms of the past and can be slow to
change and adapt o conlemporary ways of thinking. However, with awarsness of this and a concerted
effort to change, nstitutions can be highly influential and impactful in progressing gendar equality
chjectivas, Key actors at this level include governments of all levels and departments, NGOs, and the
health, education, media, arts and eullure, and corporate sectars, Within each of the cutcomes is a
doseription of how institutions might ook ence the auleama is achieved, but this is not intended 1o be an
oxhaustive list

The overarching outcome for this layer of the socie-ecological model is that institutional structures,
cultures, policies, and practices across all sectors transform to reinforce and uphold gender
equality, Where this is the case, it is characlerised by the following intermadiate level outcomas:

1 Gavernment spending and taxes are gender transfarmative and support and value both work
and ¢are

In a gender equal sociaty, government budgets work for everyone by ensuring gender squitable
distribution of resources and by contributing to equal opparlunities for all. This is essential to achieve
gunder equality and invelvas using government spanding to net only respond to gendar inequality but ta
redistribule power and resources to pravant it from reoccurring,

While all government policies should be developed within a gender rasponsive budgeting framework, In
terms of sequencing the following areas could be prioritised, as they sit at the core of achieving gender
equitable outcomes:

+ Ensure that both work and care are valuad in the policy settings and interactions betwean the tax
system, government paymants, childeare, parantal leave, education, work, and refirement policies

= Ensure thal any enhancermnent lo childcara subsidias and other supports for famale participation In the
workiorae aré alignéd with capacily and availability in the sector

= Application of gender-based assesaments to the provision of other caring services, given the role
women play in providing unpaid support to eldery and vulnerable adults

= Application of a gender lens to pay decizions and superannuation acerual,
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2 Criminal justice and legal systems, education and schoals, and faith-based organisations
promote gender equality and prevent gender-based violonce and re-victimlzation

In & gender equal society, criminal justice and legal responses to violence and discrimination are
culturally safe, trauma informad and responsive to individual needs, Victim-survivors feel safe and willing
lo report viglence whan it occurs and are not re-fraumatised or further victimised by the process,

A gender transformative criminal justice and legal system might includa;
= Gavernmaents leading, supponting, and investing in gender-based, family, and domastic violence
pravantion wark

= Polica responding sensitively to gender-based, family, and domestic violence and idantify the primary
aggressor

* Judges and legal profassionals who are aducated on the effects of gender-based, family, and
g:maatic violence and are tralned to safeguard vietim survivars from re-victimisation and further
uma

= Greoler representation of women and gender diverse people at all levals of the judiciary, legal
prafassion and police forces

Legal and court processes that deliver justice to victim-survivors of gender-based, family, and
domastic violence without re-traumatising

* Prisons and post-custodial integration programs for perpetrators of gender-based violence that are
focused on rehabilitation and divérsion fram cycles of erime and imprisonment, particularly Firat
Nations people who are over-répresented in the criminal justice system due to the traumatic affscts of

ealanisation

= Supports for women to stay In thelr home follawing family and domestic violence with the parpetrator
finding alternative accormmadation

+ Child gustody dacisions that understand the long-term Impacts of domeatic and family violence on
children and where the best interests of tha child are the paramaunt consideration

= Child support payments that are fair and enforced.

3 Service provision across sectors is gender tranafarmative and intersectional in its response
o the nends of the community

In & gender equal society, services and businesses manage oparations in a way that promotes gendar
squality and are designed to maat the |ntersectional neads of the community.

Gender transformative service provision might include:

= Services thal are culturally safe and co-designied with the pacpla who thay are intended lo support

* Paople of all genders are equally considered and supported whan requasting services such as
banking. For exampla, woman entrepraniurs are 30 per cent less likely to have sufficient funding for

thelr business comparad to man 12

= Women's, and trans and gender diverse health services are accassible, gender focused and
psychologically safe

= Affardable, social, respite and emergency hausing are readily avallable, with targeted sclutions for
older wemaen, woman with children escaping violance and First Nations peoples

= Sarvice providers managing their own oparations in a way that reduces gendar inaquality instead of
perpetuating it including Being community champions for gender equality (a.g., gandar balance in
positions of leadership, paying a fair wage for care rolas),

4 High quality, accessible and affordable caring supports ara widely available

in a gender equal society, aged, disability and childcare are widely avallable and supported by a valuad,
highly skilled, resourced, and sufficiently sized workfarce. Economic and social wellbaing of Informal
carers Is enabled through adoquate financial assistence and access to respite care.

High quality, accessible and affordable caring supports might include,
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= Employees working in care and support roles being fairly and appropriately remunerated for the skill
raquirad to perform thair work 134

= A care workforce that includas all gendars, with represantative numbers of men and wamen in the
sactor

= Intraduction of a Carers’ Income Tax Offset to be credited against any incomea tax payable upon
ruturning to wark

= Parents having an option to choose who could stay at home to care for & child , and the cost of
childenre has o influshes aver This decision,

5 Workplace entitlements normalise expanaive and diverse gender roles

In a gender aqual sociely, all employees have oqual accoss to leave entillements and work
arrangamants as thair colleagues, Workplace cultures and organisational leadership encourage staff
(particularly men) o access these entitlements and do not shame, stigmatise or penalise those who
utilise them, *® Benefits are accessible to all genders to ensure that decisions aboul taking leave or
accessing part-lime or Aaxible work is based on what works best for sach individual family, rather than on
pre-concalved gender roles.

Workplace entitiements that normalise expansive and diversa gander rolas might include:

= Equal provision and uptake of parental leave by bath parents, including for same-gex or LGBTQIA+
famities, adoplive familles ete,

= Allthese who take up part-time or flexible work, do so without stigma attached to these arrangements,

& Diversity and inclugion policies and practices build safety and equalise spportunities

In a gender equal sociely, workplaces recognise and celebrate diversity and ambed inclusiveness,
accassibility and interseclionality within thalr Diversity and Inclusion (D&I) palicies, including throughout
thair recruitment, development, promotion, reward and exit processes. Commitmant to D&l s continuous
and embedded inlo workplace culture and leadarship. Qrganisations take action and hold peopla
accountable where thay discriminate, harass, bully or abuse others.

Divarsity and inclusicn policies thal bulld sefaty and aqualise opportunities might include:

* Organisations having claar and effective mechanisms and systems in place to respond to
discrimination, harassment, bullying or abuse at all levels of the arganisation

*  Employees responsible for handling complaints who are appropriately ralned to respond sensitively
and effectively to tha complaint and suppart the viehim/aunvivor

= Whare possible, jobs are designad and structured 1o be flexible and accessible for paople with
diffaring reésponsibilities {e.g. allowing for job-sharing, or flexible and part-time work arrangemaents)

= Employees fealing safe and comfortable to report harassment and bBullying when it eeaurs and being
confident that their workplace will handle these issuss appropriataly

= Organisations building D&l considerations into their recruilment, staff development and promation
processes to ansure that unconscious bias does net Influence decision making and that recruitment,
development and promotion are equitable

= Employees being culturally competent and recognizsing the importance and value of divarsity and
inclusion.

7 Children's opportunities, attitudes and treatment are not influenced by gender stereotypas in
education, sporl, co-curriculars, or at hame

in & gendar equal society, children and young peaple are free to pursue opportunities and aspirationa
that align with their interesta and skills, including thosa that are nol traditionally associated with their
gender. Parents, teachers, friends, and families encourage and facilitate children to consider and follow a
broad range of opportunitieg,

Children's apportunities, attifudas and trealment not being influenced by stereolypas might include:
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. eq:lnl access and encouragement for young people to participate in all school subjects and career
paths

= Early Childhood Education and Care (ECEC) and primary education providers offer toys, games and
learning materials to children equally, regardless of gender

= The division of housahald labour among children and adolescents is aquitable and does not reinforee
gonder steraotypes

Children and young peaple equally participats in different sports and co-curricular activities,

Community

The community level of the socio-ecological medel refers to the community and spacas in which we live,
and the organisations, groups, and people with whom wa identify and associate, Community
organisations are the primary aclors rasponsible for driving action and change at the cammunity laval,
although governments have a role to play in designing the communities in which we live. Community
organisations are generally nol-far-prafit, farmally arganised, and have connections and influenca with
the communily in which they operate, Examples of community arganisations include spors clubs, faith-
based organisations, charity and outreach groups, unions, and advocacy networks, Within sach of tha
outcomes is o description of how communities might look once the outcome is achieved, but this |s not
Intended to ba an exhaustive list,

Tha overarching outcoma for this layer of the soclo-ecologlcal modal Is that communities transform to
réinfarce and uphold gendaer eguality at the local lavel, Whare this Is the casa, it is characlarised by
the following intermediate level outcomaes:

1  Community settings and public spaces are accessible, inclusive, and safe at all times

In a gander equal sociaty, public spaces and communily seltings (such as parks, public transport, ronds
efc.) are sale for everyone to access and move through at all hours of the day without fear of harm,
diserimination, harassment, or abuse. Public spaces and infrastructure are designed with Inclusivity and
accasslbllity as a priority,

Accessible, inclusive, and safs community settings and public spaces might include:

+ Public spaces created in lina with daesign principles that promote safety for all individuals ragardlass of
gander and remove barriers to equal participation in public spaces. Far example, ansuring that publie

apacaa are wall-lit and visible
= Urban planning and design is gender-inclusive and follows bast practice principles to ensure that tha
needs of the entire community are mat 138

- Communities that facilitate inclusion of people who would typleally be unwilling or precluded from
participating In community activities. For example, offering women-only swimming hours and allowing
transgender people to play community spart with those wha align with their gender identity

= Funding and accesa to community infrastructure are agual across ganders, Including sports
equipmant and flalds,

2 Communities from across cultures, faiths, and settings, reinforce respectful relationships

In a gender equal scciety, communities understand, promote, and reinforce the principles of respect,
galety, and prosperity in relalionships with partners, friends, families, teammales, and others. Community
organisations recagnise thalr Influence ovar community attitudes and ldaals and use thalr platform ta
reinforce the principles of respeetiul refationships.

Communities reinforcing respectful relationships might include:

«  Sporting organisations and teams represent and advocale for iniliatives or campaigns that activate
and inform the community to addreas gender inaquality

= Communily organisations hold members accountabla whe engage in gender-based harassment,
abuse, or discrimination
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+  Community organisations address the institutional/organisational factors that drive gender-based
violence (0.09., power imbalances, physical izolation, masculinity-contest cultures, secial talerance for
genderad abuse).

3 Communities value expansive and diverse gender roles

In a gender equal sociely, communities and communily organisations are inclusiva, respactiul, and
welcoming of people of all genders. They are willing 1o listen and learn from ofhers with diverse
expetiences. Communities and community arganisations welcome and encourage all individuals to
angage In social roles and activities of their choosing without fear of exclusion, diserimination, or
harassmont,

Valuing expansiva and diverse gender roles might include:

= Community organisations, such as falth-based organizations and sporting clubs, advecate for
tolerance and reapect and celabrate divarsity

* Positiva bystanders call out disrespect, abuse, and discrimination

= Community crganisations advocate for the inclusion of children in counter-steraotypical aclivities
(.g., girls and women engaging in male-deminated competitive sports, men volunteering to provide
supporl in aged care settings),

Relationship

The relationship level of the socio-ecolegical madel is aboul the relationships between friends, families,
intimate partners, and peers. The influsnce of gender narms and stereotypes play @ significant role in
how peopla experience and interact in their relalionships, and diverges from the societal, institutional and
community level as it primarily plays out in privale setlings and away from public scrutiny. Within each of
the outcomes is a daseription of how relatianships might losk once the outcoma is achiavad, but this is
not intended 1o be an exhaustive fist.

The overarching outcome for this leyer of the socio-ecological modal Is that relationships with paers,
familles and partners are respoctful and support expansive with diverse gender rolas. Whare this
Is the case, it is characterised by the following intermediate level outcomes:

1 Relationships are respectiul and do not use violence or controlling behaviour

In a gender equal soclely, relatlonships, whether between family members, intimate partners, or friends,
ara supportive and characterised by gender equality, There is no expectation of individuals Rilfilling
traditionally genderad roles or traits, Penmiszive altitudes around gender norms and stereolypes which
contribute towards violence against women, inlimate parlners, members of the LGBTQIA+ community,
and vialance batwaen man are eradicated.

Respeactiul relationships might include:

= Childien and young peopla are confident, resifient, and capable of identifying harmful and toxic
altitudes and bahaviours 7

* Relationships are characterised by respecl, trust, and a mutual and healthy approach to problam-
solving and conflict resalution

* Woman live free frorn domestic, family, and sexual viclance

< Trans and gonder dverse paople aly nol hardssed T belig nen-cotifonming

*  Men and boys do not consider violence a reasonable way to solve interpersanal problems.
2 Division of unpaid labour I free from gender norms

In & gender aqual soclety, unpald labour in the hame, Including cleaning, cooking and care, is divided
botwean family members based on their preference, family neads and resources, without regard to
gander norms of power (mbalances.

Equitable division of unpaid labour might include:
Equal division of unpaid labour where partners work similar hours in pald employmeant
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«  Sharing of housahold choras that are fime-intansive and fraguant, auch as cooking and claaning.
Equitable division of caring responsibllities, including for children, or family/friends with a disability,
who are unwell, or that are elderly,

3 Access and control of assets, finances and decigion making are not determined by gendar
In a gendar aqual society, individuals have shared access and contral over finances and assets within

thair relationship. Power and decision-making over child caring, tiving situations, and finances are equally
shared among partners.

Equal aceass and control over assels, finances and decision-making in relationships might includa:

« Btrong financial literacy and capability, irrespactiva of gender
«  [Partners jointly make day-to-day decisions about use and investment of assets
= More equitable division of finances and assets following relationship breskdowns.

Individual

Tha individual level of the socio-ecological modal rafers to the mindset and behaviours of individuals and
the personal freedoms and autonomy they are afforded. Individuals are the key actors at this laval,
howaever, the societal, community, institutional and relational levels heavily influence whether the
individual culcomes are achisved. Within each of the outcomes is a description of how individual lives
might look once the oulcoma is achisved, but this is not intendod to be an exhaustive list.

The avararching outcome for this layer of the sccio-ecological maodal is that individuals benefit from

and support expansive and diverse gender roles. Whera this is the case, it Is characterised by the
following intermediate lavel outcomes:

1  Individuals contribute to gander transformation

In a gender equal society, individuals récognise their own gender and intersecting biases and make
changes to their own attitudes and behaviours in response, Furtharmare, they call out the behaviour of
others when if is discriminatory, abusive, or perpetuates harmful sterectypes and norms, Individuals are
not constrained by gender stereotypes and enjoy equal access ta power, resources, and decision-
making in their lives,

Contributing to gendar transformative outcomas might include:

= Individuals feal comfortable to seak help for physical and mental health concemns before they reach a
crisis point

= People readily act as positive bystanders when violence and abuse is imminent, occurs or whan
others wxpress harmful or discriminatory views,

2 Individuals are afforded the spportunity to self-aelect into a wide range of roles

In & gender aqual socisty, individuals fes! comfortable, supported, and safe to follaw the life path of their
choosing, regardiess of gender norms, expectations of rolas and career and study pathways,
Furlhermore, they are able to try a range of subjects at school and university and pursue differant career
paths,

Being empowered to follow a wide range of roles might include:
+  Individuals’ vocational cholces, in aducation, volunteering and amployment, are not constrained by
thelr gender

= Individuals feel confident to seek oul the suppon they nead to succeed in the life path of their
chooaing

= Individuals feel confident 1o speak out and report concerng if their views and wishes are not taken
seriously in educational or eary carear settings.
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3 Individuals have personal autonamy over their bodias and physical, mental, sexual,
teproductive, and spirtual health

In @ gender equal soclety, individuals have contral and aulonomy ever their bodies and are free to make
dacisions about their sexual, reproductive, physical, spiritual, and mental health, '™ In addition, they have
autonomy and self-datermination in their parsonal lives over how thay live and the choices they make
about gender idantity and rola, sexuality, aducation, work, relationships, parenthood, and living situation.
Individuals are not pressured by othars inte pathways or actions they do nat wish to follow.

Having bodily and persenal autonomy might include:

= Young peocple receive training about sexual consent and baing capable to express and seek
affirmative consant

+ Individuals are all free to moke choices about their sexual and reproductive health and are provided
the teals and guidance required for themn to make informed decisions

= People do net experience discrimination basad on thelr assumed gander, gendar [dantity, sexual
charactenistics, sexual orientation, and these are not compoundad by other idantity factors

= The eradication of intarventions, ireatmants, surgeries, and procedures that are designed to farce
people inte conforming with cisgender and heteronarmalive customs

= Eliminatien of early and forced marriaga.
4 Individuale of all genders have financial security and safe, secure, and accessible housing

In a gender equal society, people have access to financial security and secure housing that meets thair
needs and allows them to feel safe at home.

Financial securily and safe, secure, and accassible housing might include:
«  Ganderaed disparities in pay and superannuation are aliminated

= Individuals have financial literacy skills that support financial independence and autonomy, regardlass
of gender or ralationship status

= Viclim-survivors fleeing domeastic and family viclence are able to pramplly secure erisis and
permanent accommadation.
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Sequencing of actions

Itis important to acknowladge all the initiatives that are currently taking place that aim o bring about
gender rasponsive and gender transformativa changes that will make Australia a mora gander aquitable
placa to liva.

The task of this theory of change is lo chart @ course lo acoelerate gender transformation and
sustainable changes sa that all Australiana can live In a soclely where gander 15 na langer a detarminant
of life outcomes.

As discussed above within the socio-ecalogical model, transformation must occur in all spheres, at all
levels and in all domains of public and private life,

The question is: where do we start? Firsi, it is important to recognisa change and transformation of any
kind Is & process, not an event, |t advances through stages and is cumulative, additive and mutually
rainforcing. It is also, ag demonstrated by this theory of change, multifacetad and navar straight forward,

Second, when enacting change, a cansiderad and measurad approach must be adoptad lo anaure
sustainable and lasting fransformation. Attempts to bring about change must racognise that nat all
individuals or cohorts of society will necessarily see a need for change and can consaquantly be
resistant to, indifferont towards, or opposed to change. Recognising these sources of resistance — and
mapping out a journay that brings all people along and whare all people discover how they can
maaningfully benafit from this change —is an essential step for sustainable and iasting tranafermation.

This is why it's important to communicale a story of change that enables all peoplz ta understand how
the current slatus que constrains us peaple - men, women and peopls of all gendars. The story for
change also neads to communicate how socletal narma, Inatitutional seltings and eammunity
conventions steer paople towards narrow gander-defined roles and carry rapercussions when people do
not adhare to these traditional gender-based pathways across their life course,

As such, levers and actions will need to be sequenced in order lo create the scolid foundations upon
which change can be achieved and sustained, and for genuine gender equality to thrive. There are three
kay slagas of sequancing for this theory of shange:

= Stage 1: nurure readinass for and anticipata resistance lo change
= Stage 2: dismantle the policies and practicas thal reinforce existing narrow gender-specific pathways

= Stage 3: activate change In setlings across all sectors to widen the pathways for all individuals,
without repercussion and with aqual reward,

Stage 1

Readying for changé enables individuals, communities, institutions and soclety to embrace, adopt and
adapt to the new status qua,

To do s0, a sense of urgency is to be initially established with respect to Individual and saciety flourishing
and ba communicated broadly and dramatically in order to galvanise, inapire and meotivate action, ' (¢ s
also important to continuously communicate this message, of the wall documented gains and moral
imperative of gender aquality, across all lavels of the socio-scologleal maodel through govarnment and
clvil sociely advocacy.

Coneurrent to creating & sensa of urgency, is tha forming of a powarful gulding ecalitlon and visiop, 140,141
Documents such as this theory of ehange, the National Strategy to Achleve Gender Equality and
committees such as the Women's Economic Equality Taskforce are naecessary to provide direction,
cohasion and coardination amengst those leading the charge. These inltiatives will provide a guiding
vision for other strategles which will be created 1o suit specific secters and setlings and serve paaple
from different culiural backgrounds and with diverse lived axperiences, There will be a need for such
strategies and their resulting pollcies, programs and Inilialives, to be consistently evaluated and
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apprapriately revized in response ta change in seltings and situations, including adjusting to changas in
aconomic, political and social condilions,

in having already established the urgency and vision, It is now a matter of communicating the vision and
readying and activating the community to be a part of the procoss to achieve change. 2 These two
activities are Imparlant pre-requisites for transformation and will mobilise actors and allles within the
community to initiate targetad actions to elicit changes in attitudes, norms and values.

Activating the communily specifically, is 8 pivotal starting point due to its central proximity to othar
spheres of influence. M3 Changes al community level can expand more broadly Into Institutional and
sacialal change, and flow through to influence household, family, individual and Intarpersanal dynamice,
Mabilising the community te be réady for change reduces resistance and backlash, as it is almoat
inevitable that resistance or backlash will occur in responsa to challenges to the status quo. Ta anticipate
and prepare for all typoes of resistance, robust and detailad framewaorks of laws, policies, intervantions
and action plans must be developed and implamunted, as dascribad In further detail in the Chapter
‘Lavers of changa’ = Readying and aclivating the community for change.

It i impartant to ariculate how the vision for changa aligns with the values that are eommaonly held
acrass pll cohorts of saciety, such as our cauntry's shared values of falrness and agqualily. In anticipalion
of backlash, this staga of action needs to make clear that the process of change will not diminish or
ditract from the fairmess of treatment and equality of opportunity of anyone, perceivad or otherwise, as
this is a common argumeant against equality initlatives, Te bring on board those whe are resistant to
changa, this staga of readying and activation needs to communicate how the status quo creates
unfairnesses for all, for example, how men face stigma and diserimination for taking on roles fraditionally
parceived as women's and how breadening and diversifylng aspirations and opportunities for everyona
benefits all, thereby facilitating greater fairness, 114

It will also encourage community-wide conversations and debate which will promote acceptance and
understanding of tha imperatives for change, This actian predominataly operates within the relatianship
and individual levels of the socio-ecological model and the lavers that will be utilised at this stage include
awarenass raismg, normative messaging, reframing and rola-madelfing, as deseribad In further defail on
page 18,

The creating of many guiding vislons and strategies, all of which are context and setting specifie, will
nead to incorporate clear and defined plans o respond to resistance, These steps may include (but are
nal limited fo): understanding the form of resistance; Identifying the source, whe it is generated by and
their ressons for resiatance; stratlegic focusing of efforts; hamessing the influential power of leaders and
the community to facilitate positive change; raframing; monitoring and coadifying, 145

Finally, 1o adequately prapare for the next two stages, a sel of key indicators reprasenting gender
aquality throughout all domaing of life and across stages of the life course naads to be identified and
defined, as well as clear articulation of who s accountable for the progression of each metric and its
resourcing arrangements. These indicators need to be designed and measured through an intersectional
lens in acknowladgament of the differing experiences that different cohorls of sociely are exposed ta dus
to aftributes and circumstances boyond gender, As describad In delall in Chapter § under the sections
"using robust date and evaluation to improve gender equallty’ and ‘clear governance accountabilities (o
improve gender equality’, monltaring and evaluation, Including concise and realistic benchmarks,
Laseliiias, ard processes, aig ciilical aspecls of achieving souil change,

By maeasuring and raparting on relevani pragress, success and outreach indicators (sea Figure 3), the
axtant of transfermation can be tracked and suppored through svidence-informed adaptations lo
stratagles and Initiatives. Progress an these indicators can ba defined as tangible oulputs in the theory of
change journay. The development of these metrics will also support the effective implomentation of
interventions and measures, ensure accountability, enhance knowledge and understanding of engoing
changes, as well as allow for iterative design for ongoing improvement and 1o address unintendad
consequences and emarging issues in all sectors and setlings. 974 This may ba a 'dashboard of
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indicalors’ or ‘sutcomes framework’ of sorts?, defining a sl of melrics of axperiances, outcomes and
fulfilment of human righls is required as a reference point to measura prograss and impact,

Stage 2

Building on the actions of Stage 1, Slage 2 focuses on Gavarnmeant setting the direction and conditions
far change by Iduntlfying and reforming Government palicies, pragrams and practices that reinforce
existing narrow gendar-specific pathways and engaging in gender tranaformative policy, program and
Initative dasign. It alsa leverages the changes occurring (n Stage 1 within the individual, relationship and
community lavels of the socio-scological model to push further far more structural, transformation within
the institutional and socislal levels.

Tha levers of 'using investment in co-design and collaboration lo Improve gender equalily’, ‘applying
gendor transformative policy and program das)gn to improve gendar equality’, and ‘commissioning for
oulcomaes ta improve gendar equalily’, described in Chapter 5, will ensure that all resoureing, policy
design and palicy implemantation (including direct policies, indirecl incentive structures and leglslation)
are gnablers of gender fransformation.

When designing policias, programs or iniliatives, the following set of criteria can serve as a guide for
decision makers as a means of supporiing these gender responsive and gender lransformative policy
and program designs (but not limited to):

*  Instilling gendar responsive approachas as a routine step in policymaking, when assessing impact of
axisting policies and practices, including policles that seem gander-nautral,

- Hasa gender lans bean applied o consider the ways that different people are affected diffarently
dapending on their gender?

= Has an intersectional gender lens bean applied to conalder ways that pecpla are affecled
differantly depﬂndinu on multipla dimenslons of thair identity, cireumstances and lived axperience?

- Has this gender lens approach been applied to all policies across all portfolios, Including policlas
that appear ﬂﬂl‘ldul‘*ﬂﬁutrﬂw

= Gender lransforimative change, when asseaaing the design of an existing or creating a naw paolicy.

- Does the design of policy anforce and parpetuate axisting gender-pattarnad pathways aa the
default, or does | create settings that expand and divarsify roles for individualz of all genders, i.e.
gandar transfarmative changa?

= Readying and activation, when proposing a changs in policy:
— Hava you gauged attitudinal receptiveness and readinass for change within the community?

= What proactive initiatives and risk mifigation strategles ara in place in praparation to pravent and
manage backlash or resistance?

= Resourcing, evalyation and sccountabilily, when policies and programs have bean designad.

- s policy design Infarmed by the research and evidence base, lived sxperiences, and community
conaultation and collaboration/co-creation across diverse cohoris?

- Ara the metrics for progress Informed by research and evidence base, lived experiences,
community consultation and collaboration/co-creation across diverse cohords?

- Have tho resources to deliver the policy initiative bean secured, including data collation and
workforce capacity requiraments? (An example here Is the policy proposal to increase the
affordability and accessibility of childeare which necessitates sevearal precursory steps — can
include a breakout box?)

Ui warls s qurrenify boing comnussoned by ha Offize (o YWoman 1o the Mational Suatagy W ACHeve Cender
Equplity
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= Are systems for evaluation of effectiveness over time baing implemeanted and resourced, including
evaluation of elfectiveness through an inlersactional gender lens?

= Thasa invastment In resourcing, evaluation and accountabllity nead ta be secured because often
in the gender aquality space, these steps are deprioritised, leading to short-term respanses and
impading long-term syatemic change,

The above criterion gender equality criteria can be fortified by these general policy making principles:

= Daes it align with existing commitmentsa that are working thal should be asaled?

*  Does it have a likely beneficial impact for a broad range of stakeholders, or address a senous
disadvantage for a smaller target group?

+ st supported by a strong evidence base or contribute to the developmant of a strong evidence base
in an area of kdentified nesd?

Stage 3

Bullding on Stages 1 and 2, Stage 3 seeks to activate the levars within all settings in each that widen the
genderad pathways for all individuals without reparcusaion and with aqual reward, This slage considars
in dapth on the sector and salting spacific actions that Is needed to take place so that individuals are able
to live a dignified life of thelr cheosing without gendar-basad rasirictions.

Actions occurning in Stages 1 and 2 create the overarching enabling conditions and poliey and program
scaffolding to ensure sector and setting specific actions for gendar tranaformation aparate with minimal
rasistance and backlash.

Stage 3 activates the levers within the settings of education, healtheare, legal and eriminal justics
systems, economic and financial systams, human services and workplace policies as among the
faundational sectors (although not exclusively), which enable gender transformation, as describad In
Chapter § ‘Levars of change’ — Foundational sectors and settinge diving changa, The levers sitting
within thesa sectors are specific to the priorities, policies and constraints of the day,

As detailed above, there will necessarily be various strategies and policies to address paricular sectors’
raquiramants and directives to achieve gender equality. The lavers within these sectors must also work
in conjunction with each other. For example, lagislative reform In domestic and family viclence cannot be
sustainable withoul the appropriate social service provisians. Triggering reforms in paid parental leave
and childcare subsides cannot occur without first creating the conditions of a thriving childcare workforcs
(i.e. addrassing the gender pay gap, the income gap and superannuation gap of current service centric
workforces),

Strengthening these sectors and settinga contributes lowards bullding the social foundations of gender
aquality, which will In turn enable other sectors to contribute to a progressively gender equal society In
mutually enforcing way,
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Conclusion

To achieve a society where everyona's aspirations, opportunities, experiences, treatment and outcomes
can be free from the Influence of gender, we must work together 1o support diverse gender norms and
expanded palhways for Australians of all gendars.

While there (s still much to do in supporting all Individuals to pursua their aspirations for the life and
identity of their choice, we acknowledge this thaory of change builds upon the tireless efforts of many
over decades in the name of gender aguality.

This theary of change hopes to build upen those efforts and articulates a framework to progress gender
equality through actions, interventions and programs, It recognises that lo achieve gender equality, we
must reassess and adjust our values, customs and narms to promote gender aquality and ensure our
institutions and structures are gender transformative and intaraectional. Importantly, government, seclors
and communities must work together o support this process, In enacting this theory of change, we wil
see posltive outcomes for all individuals and society, such as decreased rates of violence, healthier and
safar communitias, a bolstered aconamy and increased aeccupational options and opportunities far men.
womean, gendar divarse, and non-hinary people,

We hope this plece of worka sats tha vision and providas the guiding light required to Inapire and
encourage all 1o act and confribute to achleving an equal and flourishing Ausiralia.
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Anpendix A~ FirstNations Gender Equality

In November of 2022, with the suppor of KPMG, conducted two roundtable
discussions with eminent First Natians women, academics, community members and policy practilioners
ta discuss the thaory of change for the National Strategy to Achieve Gendat Equality, It wirs extremely
fortunate and humbling to have the knowledge, experience and wisdom of distingulshed Elders, wall
varsed in the area of First Nations policy making and application at the Federal and ather levels, to guida
these roundiable discussions.

in these discussions, It was agrasd that;

* Itz important that there be a both a thaory of change designed and a commensurate process for First
Nations communities for poliey making and implamentation for the National Strategy to Achiave
Gender Equality that is separate and distinct and formulated by First Nations women and gender
diverse people

+ Tothis end, it is proposed that a Panel of senior First Nations Elders whe have oxperience and
gravitas in gander equality and lke areas be appointed te oversee the procass of First Nations
invelvament in the National Strategy to Achieve Gender Equalily, This will ba funded appropriately ta
enable freedom and autonomous actions which will lead to the production of a Flrst Nations theory of
change that will likely inform a Natienal Strategy 1o Achieve Gander Equality for First Nations

* Itis proposed that while thare is & naed for urgent change in the area of gender policy, the process
necds lo be slowed down to raflact First Nations cultural exigencies,

It was also noted that genuine consideration and integration of intersectionality In palicy require deap and
focused consideration by the Office for Women ta reflact both the diversity of First Nations communities
and the needs of sibling sommunities in other diverse communities.
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Introduction

This report provides research evidence to inform the government’s proposed changes to the federal government's paid
parental leave (PPL) scheme in 2023-2026. Our report is titled Next Steps in recognition of the proposed changes:

- From 1 July 2023, 20 weeks in total per couple will be available, with 2 weeks reserved each for the mother and
father/partner, and 20 weeks in total for a single parent.
- From 2024, 2 additional weeks per year, up to 2026 when 26 weeks in total will be available.

The research evidence and policy design principles we outline also inform these later changes.

With the extension of paid parental leave by 6 weeks from 20 weeks to 26 weeks, announced by the Labor Government as
part of the October 2022-23 Budget, Australia has an opportunity to improve the national system according to ‘best
practice’ and informed by significant international research evidence and some Australian evidence. There is an
opportunity to enable women to participate in the labour market more fully, to develop and embed incentives for fathers
to share the care of a baby and to provide flexibility to parents in their use of parental leave. This would reflect the best
international evidence on parental policy design for gender equality, the division of unpaid household labour and
women’s economic opportunities and security over the life course. It would also reflect the best practice to ensure the
wellbeing of mothers, babies and fathers/partners.

The focus of the report, as requested by the Womens Economic Equality Taskforce, is research evidence on:

- reserved leave for fathers

- flexibility of leave use

- concurrency and sharing of leave taking
- bonusleaves.

A number of other issues directly related to the design of best practice paid parental leave are also highlighted for further
consideration.

The positive impacts of paid parental leave align with many of the UN Sustainable Development Goals (SDGs) making the
extension of Australia’s paid parental leave system a positive contribution to national efforts to support the SDGs relevant
to women and children’s health and wellbeing (Heymann et al., 2017), particularly SDG 1 on poverty alleviation; SDG 3 on
good health and wellbeing; SDG 5 on gender equality; SDG 8 on decent work and economic growth; and SDG 10 on
reduced inequalities (see Box A).

Box A. Paid parental leave, child wellbeing, economic inclusion and prosperity

“Early experiences have a profound impact on children’s development. They affect learning, health, behaviour and -
ultimately - adult social relationships, wellbeing and earnings. Investing in this period is one of the most efficient and
effective ways to help eliminate extreme poverty and inequality, boost shared prosperity, and create the human capital
needed for economies to diversify and grow.” (WHO, 2018, p. 3)

Even with the government’s welcome extension of the national system from 20 to 26 weeks, Australia’s paid parental leave
scheme will remain amongst the least generous schemes internationally (OECD, 2022; see Figure 1).



Figure 1. International comparison of paid parental leave
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Source: Adapted from OECD Family Policy Database (2021) Child-related leave, Table PF2.1 Key characteristics of parental leave systems, available at
https://www.oecd.org/els/family/database.htm

We note that there is little systematic data on the decisions made by parents in the use of paid parental leave in Australia
to guide policy design and recommend investment in both quantitative and qualitative data collection to inform the roll
out of the additional 6 weeks of paid parental leave by 2026. This data will support policy design to best meet the care
needs, expectations and aspirations of households. Further research would include evaluation of the Australian
experience of paid parental leave use, how households combine the national scheme with employer schemes, interactions
between the two schemes, and household preferences for shared care of babies and very young children.

Australia’s Paid Parental Leave Act 2010 provided for a thorough academic evaluation of the policy (see Martin et al., 2014)
including its impact on mothers’ and babies’ health, mothers’ workforce participation, and fathers’ and employers’
reactions. Ongoing evaluation of a policy of this type is best practice. Internationally, parental leave schemes are under
frequent review and modification as they attempt to meet the needs of contemporary families, economies and
international conventions (see Box B). Most recently, some members of the European Union (Denmark and Finland) have
revised their paid parental leave policies in response to the current EU Directive.



Box B. International Standards

EU Directive on work-life balance: Implementation 2 August 2022.* The Directive on work-life balance aims to both
increase (i) the participation of women in the labour market and (ii) the take-up of family-related leave and flexible
working arrangements. The EU Directive includes:

- Paternity leave: Working fathers are entitled to at least 10 working days of paternity leave around the time of birth
of the child. Paternity leave must be compensated at least at the level of sick pay.

- Parental leave: Each parent is entitled to at least four months of parental leave, of which two months is paid and
non-transferable. Parents can request to take their leave in a flexible form, either full-time, part-time, or in
segments.

International Labour Organization (ILO) Maternity Protection Recommendation, 2000, No. 191.2

- Members should endeavour to extend the period of maternity leave referred to in Article 4 of the Convention to at
least 18 weeks.
- Provision should be made for an extension of the maternity leave in the event of multiple births.

The Fifty-fourth World Health Assembly, May 2001 Resolution, WHA54.2, on Infant and young child nutrition,
paragraph 3(6).2

- exclusive breastfeeding for six months as a global public health recommendation.

! Directive (EU) 2019/1158 of the European Parliament and of the council of 20 June 2019 on work-life balance for parents and carers. https://eur-
lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32019L1158&from=EN

2 https://www.ilo.org/dyn/normlex/en/f2p=NORMLEXPUB:12100:0::N0O::P12100 INSTRUMENT 1D:312529

3World Health Assembly, 54. (2001). Fifty-fourth World Health Assembly, Geneva, 14-22 May 2001: resolutions and decisions. World Health Organization.
https://apps.who.int/iris/handle/10665/260183




Australia’s paid parental leave scheme in national and
international context

Australia has a short history of nationally legislated paid parental leave compared to other high income countries, with the
exception of the USA (Baird & Williamson, 2010). In 2010 Australia introduced the Paid Parental Leave Act 2010. This was a
breakthrough policy that for the first time provided eligible working parents in Australia with a legislated right to a period
of paid parental leave. The 2010 Act stipulated 18 weeks for the primary carer paid at the national minimum wage (NMW).
While this was an important policy initiative, the scheme was shorter in length and less generous in income replacement
level than many of the paid parental leave systems that have been operating in comparable economies for many years. In
2013 the scheme was expanded to include 2 weeks of reserved leave for fathers, called Dad and Partner Pay (DaPP) also
paid at the national minimum wage.

Official evaluations of the paid parental leave scheme have shown it to be beneficial to working parents, especially
mothers in low-wage work where the employer did not provide paid parental leave (Martin et al., 2014).

Australian women’s participation in paid work has risen rapidly over the past 40 years (see Figure 2), to reach an historically
high participation rate of 62.4% in August 2022, with a particularly rapid transformation in the participation of women of
childbearing ages (see Figure 3). Nevertheless, women have a lower participation rate than men, work less hours than men
and have lower wages than men. These gendered workforce gaps are in large part shaped by women’s disproportionate
responsibility for unpaid family and community care which many women manage by shifting to part-time employment
after childbirth (Baird & Heron, 2020).

Paid parental leave policy is now an expected part of the Australian public policy framework (Baird & Williamson, 2010;
Baird, Hamilton & Constantin, 2021) and potentially a key policy support for women’s economic opportunities and gender
equality. Some large private sector employers now provide generous paid parental leave schemes (Baird et al., 2021,
WGEA, 2022a). Increasing interest in this policy area has been growing rapidly, especially in encouraging and enabling
fathers to share the care (see for example KPMG, 2021; Parents at Work, 2022; Wood et al., 2021).

Change in young workers’ aspirations around combining work and care is leading to converging gender roles and
expectations among young Australian parents, with men who are fathers looking for public policy to support their care
aspirations (Hill, Baird et al., 2019, Churchill & Craig, 2022). The male breadwinner model has been hard to shift in
Australia, with social and economic trends making the ‘One-Plus’ or one-and-a-half Breadwinner model the most common
family type (Baird & Heron, 2020).



Figure 2. Australia - Labour force participation rates, by sex (Feb 1978 - Sep 2022)
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Source: Australian Bureau of Statistics (2022, September). Labour Force, Australia. ABS. https://www.abs.gov.au/statistics/labour/employment-and-
unemployment/labour-force- australia/latest-release.




Figure 3. Australia - Labour force participation by sex and age (1978 and 2019)

Source: OECD.Stat (2021). Labour Force Statistics - Labour Force Participation (Labour force statistics by sex and age - indicators).

Figure 4 shows that women’s hours of work, while increasing, remain lower than men’s. WGEA (2022b) also reports that in
2021 “at no age were more than 50% of women working full-time”, with the pattern of women working fewer hours than
men clear. Providing a mechanism through more flexible and shared parental leave will enable Australian women to
extend and deepen their labour market attachment, thereby increasing their career and promotion opportunities and
greater economic security over the life course.



Figure 4. Proportion of actual hours worked (males and females), March 1991 and March 2015 to March 2022

Source: Australian Bureau of Statistics (2022). Labour Force, Insights into hours worked, May 2022, Australia, available at
https://www.abs.gov.au/articles/insights-hours-worked-may-2022

Paid Parental Leave Act 2010 - Objectives

The objectives of the Paid Parental Leave Act (2010)* must be read within the particular Australian context. The Act was
introduced following a comprehensive analysis of the need for a paid parental leave scheme by the Productivity
Commission (2009).

* Act reference: PPL Act Part 1-1 Division 1A Objects of this Act (https://guides.dss.gov.au/paid-parental-leave- guide/1/2/1/10)
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The objective of Parental Leave Pay is to provide financial support to primary carers (1.1.P.230) (mainly birth mothers) of
children, in order to:

- allow those carers to take time off work to care for the child in the 2 years following the child's birth or adoption
- enhance the health and development of birth mothers and children

- encourage women to continue to participate in the workforce

- promote equality between men and women, and the balance between work and family life

- provide those carers with greater flexibility to balance work and family life.

Itis important to note that these objectives can be in conflict or tension with each other and that the weight given to each
may vary as policy develops to reflect changing family and economic trends and needs. Analysis of international trends in
parental leave policy design show that the objectives of parental leave policies are shifting from a maternalist to an
economic and labour market orientation (Dobrotic & Blum, 2020) especially with regard to encouraging female workforce
participation (Baird & O’Brien, 2015).

Use of the current scheme?®

The design of the 18 week paid parental leave scheme introduced in 2010 focused on the primary carer. Dad and partner
pay (DaPP), introduced three years later, was for the father or partner. Table 1 shows the scheme’s use matches this intent,
with mothers using the parental leave pay and fathers/partners using the Dad and partner pay. For example, in 2018-2019
and 2019-2020, 99.5% of paid parental leave recipients were mothers. In 2013 Dad and partner pay was introduced to
provide fathers/partners with a period of 2 weeks paid at the national minimum wage. This is used overwhelmingly by men.

Table 1. Paid parental leave recipients by gender

Parental leave pay Dad and partner pay

Female (%) Male (%) Female (%) Male (%)

2011/2012 125026 99.35% 798 0.63%

2012/2013 131478 99.42% 765 0.58% 92 0.34% 27162 99.66%
2013/2014 145317 99.48% 766 0.52% 289 0.38% 75478 99.62%
2014/2015 159449 99.47% 844 0.53% 289 0.41% 70700 99.59%
2015/2016 169889 99.55% 769 0.45% 343 0.43% 79142 99.57%
2016/2017 170129 99.53% 796 0.47% 374 0.45% 83226 99.55%
2017/2018 158583 99.50% 789 0.50% 372 0.45% 81510 99.55%
2018/2019 177882 99.51% 876 0.49% 465 0.51% 91297 99.49%
2019/2020 170837 99.49% 875 0.51% 467 0.51% 91876 99.49%

Note: Unknowns have been included in the ‘Male’ category.
Source: EDW Paid Parental Leave scheme Claims Universe, Data Load Version 2, as at 30 June each entitlement year.

® The authors thank staff of the Department of Social Services for providing the data used in this report.
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Concurrency of use

Under the current scheme, concurrency or overlap of paid parental leave and Dad and partner pay days is low. For
example, Table 2 shows that in 2019-2020, of the almost 172,000 recipients of paid parental leave (of whom 99.5% were
mothers), there was an overlap of the full period of Dad and partner pay days (that is taken with the partner) in just 34,354
cases.

Table 2. Paid parental leave recipients who have an overlapping DaPP period for the same child

Period Number 2011/ 2012/ 2013/ 2014/ 2015/ 2016 2017/ 2018/ 2019/

Overlap D EVH 2012 2013 2014 2015 2016 2017 2018 2019 2020
Indicator

OVERLAP 1 79 236 203 223 252 247 255 243
2 72 235 185 197 250 200 217 217
3 85 225 243 211 245 213 199 222
4 105 244 218 237 192 212 228 225
5 83 233 208 230 218 186 200 191
6 100 272 238 276 232 226 252 223
7 211 565 493 570 579 545 554 559
8 97 280 248 255 269 223 240 276
9 89 231 202 211 253 208 225 222
10 95 274 258 220 222 198 250 233
11 71 230 208 224 234 206 243 241
12 58 217 208 260 184 230 220 226
13 69 227 219 231 249 272 282 304
14 9738 25871 25380 29366 31892 30306 35672 34354
NO
OVERLAP 0 125824 121291 116743 131782 137947 135654 125900 139721 133976
Total 125824 132243 146083 160293 170658 170925 159372 178758 171712

Note: Where entitlement period end dates occurred outside the entitlement year the projected end date has been used. Retrospective changes may have
been applied that will not have been captured due to the report date.
Source: EDW Paid Parental Leave scheme, Claims Universe, Data Load Version 2, as at 30 June each entitlement year.
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Flexibility of use

The policy was amended in 20206 to allow flexible use of paid leave days. Table 3 shows flexibility of use. Of total cases,

86% have not used leave in a flexible way, 10% used the flexible option and for the remaining 4% the flexible option is still

underway. For those who do choose to use the flexible option, they access less of their full 18-week paid parental leave

entitlement overall. In 2021-22 this was almost 11 weeks. Under the current scheme, there is also a very low rate of

transfer to a secondary claimant.

Table 3. Paid parental leave recipients (under flexible PPS) as at 30 September 2023

PARTICIPATION 2021-22

PLP
choices
made for
children
born on or
after 1

July 2020

Consecutive 18 week period (finished) 153,084 85.70%
Consecutive 18 week period (still on) 7,423 4.20%
Received PLP Flexible completed 7,967
Period and/or Flexible commenced 2,972
Flexible PPL 6,184
Total Flexible not started
PLP opted for flexible PPL 17,123 9.60%
Grand Total PLP recipients 178,556
Average PLP period duration 10.6 weeks
PLP period - Full transfer 274
Transfersto PLP period - Partial transfer 311
secondary TOTAL transfers PLP period 585
claimant Flexible commenced/completed n.p.
Permission given not started <5
Total Taken/available PPL Flexible 522

Source: Provided by Services Australia, Data Load Version; N/A.

® https://www.apsc.gov.au/circulars-and-advices/circular-20208-changes-parental-leave-pay-improve-flexibility
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The 2023 Policy Change

The change introduced from 1 July 2023 to combine the 18 weeks plus 2 weeks will provide a total of 20 weeks for a couple
(or a single parent). This removes the primary carer assumption designed into the current scheme and will allow
opportunity to consider the mix and potential concurrency of leave taking by the parents as well as the flexibility of use.

Deciding how the additional 6 weeks of paid leave can be allocated requires a need to consider the objectives of female
labour market participation, gender equality in care and maternal and baby health, as they are balanced against each
other, within the limits of 26 weeks. These trade-offs are particularly acute given the relatively small extension of total paid
parental leave time from 20 to 26 weeks. The longer the total period of paid leave, the easier it will be to adequately
resource and achieve all objectives of the Act.

Changes in parental leave schemes in other countries allow us to observe the impact of specific policy changes on fathers’
and mothers’ behaviours, providing ‘natural experiments’ and leading or best practices.

In the following sections we provide research evidence for key design features including reserved leave for
fathers/partners in support of shared care; concurrent, shared and flexible use of paid parental leave; bonus and
incentives for shared care; and support for maternal and child health.

We then offer three models, or archetypes, that highlight the way in which the competing objectives of Australia’s paid
parental leave scheme might be accommodated in the next steps for policy. We complete this report with a short section
on additional optimum design features from the international evidence that should be considered in this and future
iterations of paid parental leave before we offer a final conclusion.

Reserved leave for fathers/partners’

Research from comparable economies demonstrates that best practice paid parental leave systems include a reserved

and non-transferable (“use-it-or-lose it”) portion of paid parental leave for fathers, also sometimes called a father or daddy
quota) The evidence is that when paid at, or close to full wage replacement rates, men do increase their contribution to
unpaid care in the home and this, over time, changes gender norms around the division of paid and unpaid work (Patnaik,
2019).

The uptake of parental leave by fathers and partners tends to remain low because of barriers relating to the income level
at which it is paid, organisational stigma and traditional gender norms (Australian Institute of Family Studies, 2019; Baxter,
2019; Coltrane et al., 2013; Kalb, 2018; Patnaik, 2019, as cited in Théboud & Halcomb, 2019). The gender pay gap poses
barriers as loss of family income has less impact when women, who on average earn less than men, take parental leave
(Australian Institute of Family Studies, 2019; Kalb, 2018; Moran & Koslowski, 2019;).

The highest rates of utilisation by fathers are in countries with designated periods for men that provide paid parental leave
at high income replacement levels as well as incentives for fathers to take the leave, for example the Nordic countries and
the Canadian province of Quebec (Feldman & Gran, 2016; Harvey & Tremblay, 2018; Karu & Tremblay, 2018).

"Some of the material presented below is drawn from a report prepared by Marian Baird, Elizabeth Hill, Lisa Gulesserian and Daniel Dinale for the WGEA
Insights Paper 2019 (WGEA, 2019).
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In Australia, men have been slow to take up paid parental leave and the Dad and partner pay introduced in 2013, with most
recent data showing approximately 92,000 fathers/partners taking Dad and partner pay in 2019-20 compared to 171,000
mothers taking paid parental leave (see Table 1 above). Early research showed that Australian men were less likely than
women to have or to request access to parental leave, and they are more likely to be refused or penalised when they do
(Chapman, Skinner & Pocock, 2014). However, as Table 4 shows, when fathers/partners do take Dad and partner pay, the
vast majority take 6-10 days.

Table 4. Paid parental leave recipients by entitlement days taken

Count of Customers  2011/2 2012/2 2013/2 2014/2 2015/2 2016/2 2017/2 2018/2 2019/2

(1) ] 013 014 015 016 017 018 019 020
Oto5
Dad days 575 1,422 1,407 1,756 1,772 2,060 1,782 1,637
and 6to10
::rtner days 26,679 74,345 69,582 77,729 81,828 79,822 89,980 90,706
Y Total 27,254 75,767 70,989 79,485 83,600 81,882 91,762 92,343

Note: Unknowns are included in 0-5 days. Only weekdays (payment days) have been considered.
Source: EDW Paid Parental Leave scheme Claims Universe, Department of Social Services.

The review by Martin et al. (2014) of the government’s paid parental leave scheme showed fathers and partners are more
likely to use their annual leave to take time off to care for children. This is likely because it is paid at full wage-replacement,
while Dad and partner pay is paid at the minimum wage.

However, more recent research shows that attitudes and aspirations are changing and that Australian men with children
areincreasingly interested in being active and engaged fathers (Baxter, 2014; Hill, Baird et al., 2019).

The greatest shift in gender behaviours occurs when fathers “father alone” (O’Brien & Wall, 2017) and take full
responsibility for caring. Fathers’ involvement in childcare has been linked to improved wellbeing, happiness and
commitment to family (Norman et al., 2018). Iceland provides a clear example of how policy change that includes
incentives for fathers can change behaviour over the long term (see Box C). Fathers have also been found to benefit
through reducing risky behaviours such as smoking and alcohol consumption (Chan et al., 2017). They report learning new
skills such as prioritising, role modelling and compassion which they transfer to the workplace (Harvey & Tremblay, 2018).

When fathers take parental leave, children enjoy better relationships with them, increased father involvement over their
lifetime and stronger school performance (Heymann et al., 2017; Porter, 2015). Children also benefit from higher household
incomes as a result of both parents working and increased access to better health services and education experiences.

Mothers benefit when fathers/partners take parental leave around the time of birth as the mothers have more time to
recuperate after childbirth, receive more emotional support and experience less stress (Chan et al., 2017; Heymann et al.,
2017; Porter, 2015). When fathers/partners take parental leave, they are more likely to participate in ongoing childcare and
other unpaid household responsibilities (Norman, Fagan & Elliot, 2017), allowing women with more time to spend on paid
employment, facilitating greater economic independence and higher household incomes (Arnarson & Mitra, 2010).
Father/partner support also leads to mothers’ smoother transition back to work and fewer experiences of child and
flexibility related stigma in the workplace. Overall, father or partner involvement in childcare may provide mothers with a
stronger sense of wellbeing, heightened relationship satisfaction and an enhanced ability to balance work and life
commitments (Norman et al., 2018).
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Parental leave can also deliver economy-wide benefits through enhanced women’s workforce participation. The 2021-
22 NSW Intergenerational Report shows that if the rate of women’s participation in paid work was lifted to equal men’s,
the NSW economy would be 8% larger by 2060-61 (NSW Treasury, 2021). This is the equivalent of $22,000 more annual
household income in today’s dollars. Modelling the direct impact of the introduction of a 26-week paid parental leave
scheme on women’s labour force participation, the Grattan Institute shows an increase in national GDP of $900 million a
year, and an increase of $30,000 to the average mother’s lifetime earnings (Wood et al., 2021).

Box C. Policy changes social norms and drives gender equality: The case of Iceland

In 2000 Iceland revised their paid parental leave scheme to give each parent 13 weeks of non- transferable leave (a
mother’s and father’s quota), plus an additional 13 weeks for parents to divide as they choose. Note that the leave is
paid at 80% of income. This policy shift has changed fathers’ behaviour with a significant increase, since the late 1990s,
in the percentage of households that share care equally (see chart below). Policy change has shifted social norms
toward a dual earner-dual carer household model. Overall, the policy change has had a number of positive impacts:

- Men have increased their use of parental leave - around 90% of all fathers in Iceland took leave. On average, fathers
have used their quota rights (Arnalds et al., 2022).

- Mennow play a greater role in the care of their children beyond the paid parental leave period (Arnalds et al., 2013,
2022; Eydal, 2008).

- The gendered roles of both mothers and fathers are being transformed towards a dual earner-dual carer model
(Arnalds, Eydal & Gislason, 2013).

- The gender pay gap has narrowed from 17.5%in 2010 to 12.6% in 2020 (Arnalds et al., 2022).

Iceland: How did cohabiting and married parents divide care during the day?
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Households can benefit through a shift in gender norms and through stronger parental relationships (Norman et al.,
2018). The availability of paid parental leave for each parent fosters a more equal division of unpaid care and changes in
traditional gender norms (Karu & Tremblay, 2018). Additionally, higher household incomes and increased economic
security are associated with fathers’ use of parental leave. Children who have parents that model gender equality are more
likely to carry these new norms forward (Unterhofer & Wrohlich, 2017).

There are challenges for men and partners in the uptake of parental leave, but purposeful policy design can assist in
ameliorating them, and in also changing the bargain between mothers and fathers about who takes leave (Brandth &
Kvande, 2020, p. 198). Gender norms which assume women do the majority of childcare may dissuade fathers from taking
parental leave due to the perception that unpaid work is ‘women’s work’ (Australian Institute of Family Studies, 2019;
Coltrane et al., 2013). Studies of parental leave suggest that men are more likely to use caregiving leave when there is
strong organisational support and encouragement (Patnaik, 2019).

In the workplace, equal uptake of parental leave between women and men can also moderate discrimination in the hiring
process by reducing employers’ reluctance to hire, retain and promote mothers (Porter, 2015) and childless women of
childbearing age due to assumptions about their need to take time off for care. Finally, men’s use of parental leave
contributes to future gender equality with daughters of working mothers more likely to work and to earn higher wages
(McGinn et al., 2018).

When fathers and partners take parental leave, organisations report better recruitment, retention and promotion rates,
leading to stronger performance and productivity outputs (Porter, 2015). Paid leave benefits send a strong signal of an
organisation’s commitment to employees, and thus these benefits can help to attract and retain top talent (Rau &
Williams, 2017).
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Shared, flexible and concurrent use of paid parental leave
time

Options to share time and use parental leave flexibly are emerging as key features in the research and in policy design
overseas. Schemes overseas vary from hyper-flexibility, such as in portions of 1/8 of a full day in Sweden to one period of
several blocks of leave, to the option in Greece to take longer periods of leave with lower benefits or shorter periods with
higher benéefits.

Research evidence suggests there are benefits and risks of shared leave flexibility. The benefits are that parents are able
choose their leave arrangements to suit their work and family circumstances. Brandth and Kvande’s 2020 analysis of the
Norwegian scheme shows that men do use the flexibility, but also that such flexibility tends to mean that fathers do not
fully commit to care. However, they also argue that flexible use of leave by fathers is preferable to no use of leave by
fathers.

In terms of simultaneous or concurrent leave, there is less research evidence. However many schemes allow fathers to
take leave at the same time of the mother’s specific maternity leave (that is, at birth). Many countries still prescribe an
obligatory period of maternity leave for the birth parent. Of the 49 countries studied by Koslowski et al. (2022), 38 have an
obligatory period of maternity leave.

A Finnish study (Eurola et al., 2019, p. 5) found that “80% of fathers take simultaneous paternity leave from 2 to 3 weeks
while the mother is on maternity leave”, with the proportion unchanged over the past two decades. A study of Swiss
parents taking leave together concluded that it allowed for greater ‘equilibrium’ in parenting and in reducing mothers’
gatekeeping of decisions about care and its allocation.

In Australia gender norms are particularly sticky as evidenced during the height of the COVID-19 crisis when lockdowns
meant many formal care services, schools and workplaces closed shifting education, childcare, elder care and work for
many households back into the home. This pandemic-induced escalation in unpaid care and domestic work was not
shared equitably. Women, especially mothers with school aged children, absorbed the majority of the new care load on
top of a pre-pandemic load (Craig & Churchill, 2021). This widened the gendered gap in unpaid care and domestic work.
This recent evidence on the practice of gendered norms in the division of care labour suggests that an overly flexible or
‘gender-neutral’ approach to policy design may see women continue to take the majority of paid parental leave, leaving
existing gender norms around care and paid work unchanged.

Added to this, evidence clearly points to the relationship between payment level while on leave influencing father’s use,
such that the national minimum wage level payment of the Australian national scheme is likely to impede high take up
rates by fathers/partners. Employer top-up to regular income levels while on parental leave would assist in overcoming the
income deficit felt by the household and would also signal cultural support from the employer, another important factor
influencing fathers’ use of parental leave (Haas & Hwang, 2008).
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Bonus policies and incentives

To encourage both parents to use their full quota of leave some countries have introduced bonus policies of extra leave
(Canada, Germany, Italy, Japan, Portugal), financial bonuses (Austria, Croatia, France, Korea) or parenting training
(Romania) (see Appendix 2). While this is mostly directed at incentivising fathers to take their leave, it can incorporate
mothers’ leave taking as well. The evidence shows fathers respond by taking their designated leave, but the majority of the
additional leave is usually taken by mothers.

Given that 26 weeks is still limited and represents a short duration of paid parental leave by international standards, we do
not recommend this approach of bonus policies. If one parent does not use their whole reserved portion, then the total
leave available is reduced by the amount not taken. The Grattan Institute (Wood et al., 2021) recommends such a model
where 2 weeks bonus leave is available to families where both parents use at least 6 weeks of the 24 weeks leave.
However, this approach risks shortening the leave available to the birth parent if the father/partner cannot take their full
portion of leave. By contrast, KPMG (2021, pp. 12-13) recommends an ‘equality supplement’ of either 2 or 4 weeks, to be
added to the 26 weeks, if both parents use their leave, lengthening the total available to 28 or 30 weeks. Baird et al. (2021)
also suggest a bonus period of leave in addition to the 26 weeks, which they call a ‘shared care bonus’, to be offered to
“couples who have shared the original period of leave equally”. This bonus differs from the KPMG model by also
suggesting that where the whole or most of the 26 weeks was used by one parent, the bonus must be used exclusively by
the other parent.

Need for incentives: Fathers are more likely to take parental leave when there is incentive to do so (Australian Institute of
Family Studies, 2019). Such incentives include father quotas (use-it-or-lose-it policies that reserve some parental leave
exclusively for fathers), high wage-replacement rates, and financial bonuses, as evidenced through the experience in
Nordic countries and the Canadian province of Quebec, which have the highest rates of uptake globally (Feldman & Gran,
2016; Harvey & Tremblay; 2018; Kalb, 2018; Karu & Tremblay, 2018; Rehel, 2014). Patnaik (2019) in examining the Quebec
Parental Insurance Program found that the use of ‘daddy quotas’ increased fathers’ participation by 250%, primarily
through higher benefits in tandem with weeks that were explicitly framed as ‘daddy-only’. Patnaik (2019) also found that it
is possible for policies such as ‘daddy quotas’ to not only induce short-term changes in behaviour but to have an enduring
impact on the gendered division of paid and unpaid care work. Other studies of the Quebec experience demonstrate
similar findings, including a positive impact on women’s labour force participation, especially in full-time work (Dunatchik
& Ozcan, 2021; Wray, 2020).

While the Nordic countries have led innovation around incentives for fathers/partners, in particular quotas for fathers,
differences within Scandinavia include some lessons for Australia. At the same time as Finland, Iceland, Norway and
Sweden increased their non-transferable quota of parental leave for fathers, Denmark withdrew theirs. This saw only a
small change in the average rate of parental leave taken by Danish fathers between 2002 and 2020 (when the policy
changed) even as fathers in Iceland, Norway and Sweden continued to climb (Rostgaard & Ejrnaes, 2021, p. 320). Denmark’s
policy has now been reversed as the Danish government introduced new legislation in line with the EU Directorate on
work-life balance, to include a non-transferable allocation of 9 weeks of paid leave for fathers to be taken before the child
turns one. This is in addition to 2 weeks of paternity leave at the time of the birth.
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Parental leave, maternity and child health

An objective of the Paid Parental Leave Act in Part 1-1 Division 1A Objects of this Act is to “enhance the health and
development of birth mothers and children”. This objective aligns with longstanding research evidence on the positive
relationship between paid leave for mothers, the health outcomes for women and their children, and establishment and
maintenance of breastfeeding (Biitikofer, Riise & Skira, 2021). Itis a fundamental objective of multiple International
Labour Organization Conventions on maternity leave and World Health Organization recommendations on maternal and
child health (WHO, 2003) and is established in various human rights treaties (see Box D). While maternalist arguments for
longer period of paid parental leave have been in part overshadowed by more recent arguments around the role of paid
parental leave in supporting women’s workforce participation and gender equality, the research evidence on maternal
and child health remains robust and should be considered.

Box D. Care at work: Investing in care leave and services for a more gender equal world of work

“Paid maternity leave with adequate maternal and child healthcare is a core element of the health and economic
protection of women workers and their children during the pre- and post-natal period and during periods of
breastfeeding. It is a precondition to the right to care and be cared for and to achieve gender equality at work. This role
is universally acknowledged and firmly established in key universal human rights treaties, such as the Universal
Declaration of Human Rights (1948) and the Convention for the Elimination of All Forms of Discrimination Against
Women (1979), as well as in international labour standards on maternity protection and social security adopted by ILO
constituents - government, employers’ organizations and workers’ organizations - over a century ago, as the first
Maternity Protection Convention, 1919 (No. 3), was adopted in 1919. The “provision for child welfare and maternity
protection” is also listed among the core aims and purposes of the ILO (Article Il of the Declaration of Philadelphia,
1944). The second Maternity Protection Convention (Revised), 1952 (No. 103), was adopted in 1952, and the last and
most up-to-date international labour standards on this topic are the Maternity Protection Convention (No. 183) and
Recommendation (No. 191), 2000. Other relevant ILO standards are the Social Security (Minimum Standards)
Convention, 1952 (No. 102), and the ILO Social Protection Floors Recommendation, 2012 (No. 202). The importance of
ensuring maternity leave rights is also confirmed by the fact that the vast majority of countries have adopted statutory
provisions for paid maternity leave. This entitlement is associated with positive health outcomes for women and their
children, as well as with the establishment and maintenance of breastfeeding (Bitikofer, Riise & Skira, 2021, as cited in
International Labour Organization, 2022, p. 53).”

The ILO’s Maternity Protection Convention (C191) establishes the right of women to a minimum 18 weeks maternity leave
paid at full wage replacement with paid nursing breaks and appropriate nursing facilities upon return to work (article 9).
Australia has not ratified the convention. Research also shows that fathers’ participation in parenting is important to
maternal and child health, in particular the mother’s decision to breastfeed (Bar-Yam & Darby, 1997; Rempel & Rempel,
2011; Wolfberg et al., 2004). The more a father is involved in parental care for a newborn the more likely it is that a mother
will successfully breastfeed (Kotelchuck, 2022; Redshaw & Henderson, 2013).
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Breastfeeding is widely accepted as positive for baby health in the first year and beyond. International recommendations
are that infants be exclusively breastfed for up to 6 months of age for optimal health, growth and development (WHO,
2003). It is then recommended that solid foods are combined with breastfeeding until the age of 12 months. Extending the
duration of breastfeeding was a key aim of the paid parental leave scheme recommended by the Productivity Commission
inquiry (Productivity Commission, 2009). In more recent comparative literature we find that the detail of policy design
shapes patterns of breastfeeding. For example, a policy focus on parental leave as ‘gender neutral’ that prioritises
flexibility could compromise maternal and child health if it were to be used in a way that unduly limited the duration of
paid leave taken by new mothers (Bakken, 2022) and where the amount of paid leave taken was short, new mothers may
not be able to access adequate paid time to rest and recover from birth or establish breastfeeding (Euromonitor, 2016).

We highlight two pieces of research and analysis on parental leave policy and child health linked to breastfeeding.

1.

Recent research by the Norwegian Labor Directorate found that policy changes to increase the paternity leave ‘quota’
by shortening the paid maternity leave ‘quota’ led to an increase in the proportion of new mothers who took unpaid
leave explicitly to stay at home longer and breastfeed (Bakken, 2022).

Baby food industry publications note that parental leave policies have an impact on breastfeeding rates. In response
to the parental leave policy debate of 2015-16 the Australia Country report prepared by Euromonitor International
(Euromonitor, 2016, p. 5) concluded: “Recent amendments to Australian Government policy are likely to have a
significant impact on baby food in the country. For example, changes to Australia’s Paid Parental Leave scheme will
have a significant impact on local baby food throughout the forecast period as it will influence whether a mother
staying at home to breastfeed her children is a feasible option, as well as whether making homemade baby food is a
practical choice. Changing paid parental leave from 18 weeks to six months would increase the ability of Australian
mothers to breastfeed, while assisting the return to work would have the opposite impact. The anticipated result of
this will be decreased breastfeeding rates and Australian mothers turning to milk formula as a substitute.”

Paid parental leave supports maternal and child health and breastfeeding, in particular the health of disadvantaged
children (Broadway et al., 2017). It also supports father-child bonding, fathering identities (Petts et al., 2020) and
children’s long-term educational outcomes (Ginja et al., 2020).
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Three models for paid parental leave in Australia

Based on research findings here and internationally, tensions and trade-offs, and considering the varied purposes of paid
parental leave, we offer three models for consideration based on the following design assumptions:

- Maintain at least the overall amount of paid leave available to mothers/birth parents of 18 weeks minimum.

- Reserve a non-transferable period for parent A and parent B.

- Encourage fathers/second parent to use more parental leave, taking into account all known benefits and limitations of
20 weeks to 26 weeks duration.

- Provide opportunities for women to participate in the labour market.

- Enable parents as much choice about concurrency as possible within the 20-26 weeks range.

- Avoid a bonus element so as not to restrict total accessible weeks of 20-26 weeks, however consider the possibility of a
bonus in addition to 26 weeks in future policy.

- Enable as much flexibility of use as possible (of periods of 1 day at a time, or in blocks) within the 20-26 weeks range
and the reserved leave boundaries.

- Ensure the total amount is available for single parents.

- Consider additional leave for multiple births.

- Continue the national minimum wage payment, noting that the minimum wage is a known barrier to fathers’ uptake.

- Increase the weeks of leave every 2 years.

The headings in the models are used in the following way:

Reserved leave refers to the portion of paid leave that is non-transferable between parents and is forfeited if not taken by
the allocated parent.

Shared leave refers to the total amount of paid leave able to be distributed between parent A and parent B in whatever
combination they prefer.

Concurrent leave refers to the amount of paid parental leave that parent A and parent B can take at the same time (overlap
or concurrently), but not concurrent with employer provided leave/pay.

Each of the models represent an archetype arrangement - a ‘pushed to the limit’ design. This accentuates the impact of the
research findings on the design of the scheme. For policy implementation purposes, some adjustment is also suggested.

Model 1 - Equal Sharing and Fully Flexible Care

Reserved portion (non-transferable) Shared portion Total Concurrent
allowed
Year Parent A (Birth ParentB
parent)
Weeks/days Weeks/days Weeks/days Weeks/days Weeks/days
2023 2/10 2/10 16/80 20/100 10/50
2024 4/20 4/20 14/70 22/110 11/55
2025 4/20 4/20 16/80 24/120 12/60
2026 4/20 4/20 18/90 26/130 13/65
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Model 1 emphasises providing a design that enables the most equal and flexible use of leave. Concurrent leave is allocated
at the most extreme level to provide maximum choice for parents in how they share their care. In Model 1 the concurrent
period allowed is much greater than currently exists and would represent a significant shift in design. However, the
evidence to date in the use of the Australian scheme where overlap is now allowed, and internationally, suggests that
parents do not choose concurrent leave of long duration.

Model 1 increases the reserved portion of non-transferable leave for parent A and parent B at the same rate in 2024 and
does not prescribe when reserved leave can be taken. Reserved leave can be taken concurrently. Remaining leave is
shared. The design does not reduce possible time for parent A from the current 18 weeks. A bonus of 2 weeks (or more)
could be added where both parents use the full reserved leave portion (acting mostly as an incentive for fathers), bringing
the total to 28 (or more) weeks.

Model 2 - Incentivise Father/Partner Care and Women’s Workforce Participation

Reserved portion (non-transferable) Shared portion Concurrent
allowed
Year Parent A (Birth ParentB
parent)
Weeks/days Weeks/days Weeks/days Weeks/days Weeks/days
2023 2/10 2/10 16/70 20/100 2/10
2024 2/10 4/20 16/80 22/110 2/10
2025 2/10 4/20 18/90 24/120 2/10
2026 2/10 4/20 20/100 26/130 2/10

Model 2 emphasises providing reserved leave for fathers and limiting concurrency of leave taking to encourage the couple
to make a decision about how to distribute the remainder of the paid leave. Model 2 only increases the reserved portion of
non-transferable leave for parent B so that the shared portion ends up greater than Model 1. This design only allows
concurrent leave for 2 weeks/10 days to nudge fathers to care alone. It does not reduce possible leave time for parent A
from the current 18 weeks and does not prescribe when the use-it-or-lose-it component is to be taken. Note: total leave
time of 20 weeks in 2023 limits the opportunity to maintain total amount of time available for mothers (parent A) AND reserve
additional time for parent B care.
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Model 3 - Protect Maternal and Child Health

Reserved portion (non-transferable)  Shared portion Concurrent
allowed
Year Parent A (Birth Parent B
parent)
Weeks/days Weeks/days Weeks/days Weeks/days Weeks/days
2023 4/20 2/10 14/70 20/100 4/20
2024 6/30 2/10 14/70 22/110 4/20
2025 6/30 2/10 16/80 24/120 4/20
2026 6/30 2/10 18/90 26/130 4/20

Model 3 emphasises preserving a longer period for mothers in recognition of their health related, breastfeeding and baby
bonding needs.

Model 3 provides 4 weeks reserved, non-transferable leave for birth parent A in 2023, while providing 2 weeks reserved
leave for parent B. The remainder can be shared. The design allows concurrent leave for 4 weeks to support maternal and
child health and wellbeing and does not reduce possible time for parent A from the current 18 weeks. To further support
maternal and child health the reserved 4 weeks for birth parent A would be taken at time of birth, and allow for concurrent
leave with parent B.
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Unfinished business: Additional optimal design features

There are a range of areas that have attracted criticism and comment in the 10 years the current scheme has been in place.
We list these to ensure they remain on the agenda for change. To further enhance gender equality, inclusivity and security,
Australia’s paid parental leave system would:

- Add superannuation to paid parental leave to reduce the superannuation gap between women and men and to reduce
women’s lifetime earnings gap.

- Increase the payment level to at least two-thirds of average income as recommended by the EU. This will influence the
uptake by men.

- Setatarget for uptake by fathers/partners - and monitor it over time.

- Ensurethat all workers (citizens, residents and visa workers) are eligible for paid parental leave.

To further enhance mother and child health:

- Renew attention on breastfeeding and lactation rights and facilities in workplaces.
- Focuson child health and wellbeing in designing paid parental leave and its connection to the early childhood
education and care system.

To ensure the scheme is well understood by the community, invest in policy communication:

- Introduce and set aside funds for a new public communications strategy to inform new parents and parents-to-be of
the changes.
- Communicate separately with employers and employer associations.

Consider the important role of employers and the workplace:

- Encourage employers to top-up paid parental leave to income replacement rates for parents.
- Consider tax incentives to support employers.

- Betterunderstand the role of the workplace in accepting fathers’ use of paid leave.

- Collect data on, evaluate and monitor the use of stay in touch days by employers.
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Conclusion

There are tensions in the purposes of paid parental leave schemes between facilitating health and wellbeing of mothers
and babies, enhancing women’s workforce participation, and achieving greater gender equality by encouraging fathers to
share in the care of young children. This makes trade-offs between these goals implicit in the design of schemes, including
in considering the optimum arrangements to extend Australia’s scheme by 6 weeks.

We have provided three archetype models that focus either on flexibility and shared care (Model 1), incentivising fathers to
participate in care and mothers to participate in the labour force (Model 2) and enhancing time for mothers’ and babies’
health, bonding and support for breastfeeding (Model 3).

Model 1 provides for shared care and fully flexible arrangements. This model allows mothers to use the majority of the
leave if they wish, but also enables and encourages fathers through a reserved portion to share the care role. The model
has flexibility by allowing couples to decide how they wish to share their leave and in what units - days or weeks - they
prefer and that suit their paid work and family responsibilities over the first 2 years of a child's life. The introduction of a
greater shared portion aligns well with schemes internationally. By allowing all non-reserved leave to be taken
concurrently if desired by parents, this design would quickly shift the emphasis from a primary carer model currently in
place to a full choice in care model. Itis recognised that this may be too large a shift in the first year in policy terms so
restricting the concurrent time would also be possible. Such a move would be closer to Model 2.

Model 2 incentivises fathers/partners to increase their participation in care and restricts concurrency, thus forcing parents
to decide who will take the leave. Having fathers take a longer period of reserved leave may encourage them to take more
of the remaining leave, especially as that leave is offered flexibly in days over 2 years. This may enable a combination of
fractional work hours for both parents, thus potentially enabling women’s greater labour force attachment. It should be
noted, however, that while paid parental leave is at the national minimum wage, the barrier for the higher income earner
(usually the father given the gender pay gap) to take the majority of the leave continues to exist.

Model 3 attends more to the issue of the care and wellbeing of mothers by reserving a longer period of leave for them. The
experience in Australia is that mothers overwhelmingly use the current 18 weeks, and neither Model 1 nor Model 2 would
restrict mothers from continuing to use this period should they wish.

Any of the models could be enhanced in 2026 to further incentivise fathers to share care through adding a bonus period of
2 weeks (or longer) of paid leave for parents who use all their reserved portion of leave. This would increase the total
possible leave time to 28 weeks, or longer.

As Australian families continue to change their practice and aspirations for how to share paid work and unpaid care for
young children, ongoing evaluation and resourcing must also be part of the plan for a more generous paid parental leave
system. To support families to manage work and care Australia will need to further extend the national paid parental leave
scheme to bridge the current ‘care gap’ and connect with the early childhood education and care system in a way that
supports child wellbeing, education and health and parental workforce participation, especially by mothers.
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Appendices

Appendix 1. Bonuses to incentivise fathers to use parental leave
Source: Individual Country Reports in Koslowski, A., Blum, S., Dobrotié, I., Kaufman, G. & Moss, P. (2022). International
Review of Leave Policies and Research 2022. Available at: http://www.leavenetwork.org/lp _and r reports/

Nation Bonus type

Germany Germany extends paid leave by two months if fathers take at least two months of leave.
‘Partnermonths’ (Partnermonate): two bonus months are paid on top of the 12 months if both parents take
at least two months of leave or for single parents.

Japan Japan provides an extra two months of leave if both parents use some of their leave entitlement.
The maximum period of well-paid, post-natal leave is 14 months (including two months of bonus leave if
parents share the leave period), which is nearly eight months for mothers and six months for fathers.
If fathers do not use their leave entitlement, the maximum period of well-paid leave is just under eight
months.

Canada In 2019 Canada introduced five or eight extra weeks of paid leave reserved for fathers/second parents, if
parental leave is shared between couples.
The number of weeks available depends on whether parents choose the standard option (12 months of
leave at 55% of income) or the extended option (18 months of leave at 33% of income). The standard option
provides couples with a collective 40 weeks of parental leave (an additional 5 weeks). The extended option
provides couples with a collective 69 weeks of parental leave (an additional 8 weeks).®

Portugal Portugal offers a bonus to families where the father shares part of the initial parental leave (formerly
maternity leave).
An extra 30 days (‘sharing bonus’) is available if parents share the leave. The leave is then extended to 150
days or 180 days.
Initial Parental leave: 120 days at 100 per cent of earnings or 150 days at 80% of earnings, with no upper
limit on payments. A sharing bonus is allocated if each parent takes at least 30 consecutive days of
leave or two periods of 15 consecutive days once the other parent returns to work: 150 days are paid at
100% of earnings or 180 days at 83% of earnings, with no upper limit on payments.
The sharing bonus applies only if both parents work or are eligible for other reasons (e.g., low family
income, receiving unemployment benefits).
Since it came into effect in May 2009, data on the sharing bonus showed a strong initial increase in uptake
in 2009 and 2010 (from 596 fathers who shared Maternity Leave in 2008 to 17,066 fathers sharing Initial
Parental Leave in 2010), followed by a slow but steady increase until 2020 when 31,588 fathers took leave.

Austria In Austria, there is a paid ‘family time’ where fathers receive a ‘family time bonus’ of €700.
If parents share their childcare benefit at a minimum ratio of 40:60, then each parent is entitled to a
‘partnership bonus’ payment of €500. Thus, together they receive a total of €1,000. Payments are not
taxed.
In approximately 8% of all births, fathers receive the ‘family time bonus’ during their paternity leave.®

Croatia Higher payment for additional 2 months if both parents use.

8 Source: https://nelliganlaw.ca/blog/canadas-new-parental-sharing-benefit-how-does-it-work/

° Lorenz, T. & Wernhart G. (2022). Evaluierung des neuen Kinderbetreuungsgeldkontos und der Familienzeit. Quantitativer Teilbericht, from
https://services.phaidra.univie.ac.at/api/object/0:1429695/diss/Content/download.
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Nation Bonus type

France Longer period of financial payments if both parents take some leave.

Italy The maximum total length of leave per family is ten months unless the father takes at least three months
of leave; in which case the total length of leave can be extended to 11 months and the father can extend his
leave to seven months. During this period, parents receive pension credits so they do not suffer a reduced
pension because of taking leave.

Korea If parents take Parental leave simultaneously or sequentially for a child under 12 months of age (including
leave during the pregnancy), then each parent’s Parental leave benefit is increased for the first three
months from 80% of ordinary
earnings to 100%, with escalating ceilings for each additional month on leave.

Romania If the father has gained a certificate of completion for a childcare course, demonstrating basic care
knowledge, the length of the Paternity leave is increased by ten days to a total of 15 days of Paternity
leave - the father can benefit from this increase only once. The course and certificate are prepared by the
family doctor, in maternity wards, by other health state services, or private consultancies which are
recognised by the state. The usual practice is for couples to take these courses

together, even if men’s participation is increasing, especially in urban areas.
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Australian Government

Commonwealth Contract — Services

Reference ID: CD011436

Customer
Customer Name: Department of the Prime Minister and Cabinet
Customer ABN: 18 108 001 191
Address: 1 National Circuit
Barton ACT 2600
Supplier
Full Name of the Legal Entity: Baird, Marian
Supplier ABN: s47F

Address: S 47F



Statement of Work

C.A.1 Key Events and Dates

This Contract commences on the Contract Start Date or the date this Contract is executed, whichever is the
latter, and continues for the Contract Term unless:
a) it is terminated earlier or

b) the Customer exercises the Contract Extension Option, in which case this Contract will
continue until the end of the extended time (unless it is terminated earlier).

Event Details

Contract Start Date: Upon Contract Execution Date

Contract Term: This Contract will terminate on Friday, 9 December2022.

Contract Extension Option: This Ch:ontract includes the following extension option(s): six
months.




C.A.2 The Requirement

The Australian Government has established the Women’s Economic Equality Taskforce (Taskforce) to
provide independent advice to Government to support the strong gender equality agenda the Government
has committed to. The Taskforce is constituted to provide advice that ensures women are at the centre of
policy and decision making. The Taskforce will provide advice on a range of issues including, but not
limited to, the gender pay gap, addressing gender segregation and promoting gender equality.

To fulfil their remit the Taskforce has been given a research budget that will enable them to meaningfully
advise Government on these issues. The Minister for Women and Minister for Social Services have asked
to Taskforce to provide advice on upcoming changes to the Paid Parental Leave Scheme. The Taskforce is
required to provide advice no later than 16 November 2022 to allow the Department of Social Services and
legal drafter’s time to incorporate any changes ahead of the introduction of the legislative changes into
Parliament in the final week of November.

The customer has a requirement for the supplier to provide comprehensive and knowledgeable advice, the
Taskforce requires research to be conducted urgently to inform their work. The engagement with the
supplier will enable the Taskforce to carry out their duties as per their remit to the best of their ability.

C.A.2(a) Standards

The Supplier must ensure that any goods and services provided under this Contract comply with all
applicable Australian standards and any Australian and international standards specified in this Statement
of Work. The Supplier must ensure that it obtains copies of all relevant certifications and maintains records
evidencing its compliance with those standards. If requested by the Customer, the Supplier must enable
the Customer, or an independent assessor, to conduct periodic audits to confirm compliance with those
standards.

Web Content Accessibility

As applicable, the Supplier must ensure that any website, associated material and/or online publications
(where applicable) complies with the Web Content Accessibility Guidelines available at:
https://www.w3.org/WAl/intro/wcag.

Australian Standards
The Supplier must comply with the following Australian Standard(s):

AS Number Title

Not Specified Australian Code for the Responsible Conduct of Research, 2018

C.A.2(b) Security Requirements
None Specified

C.A.2(c) Work Health and Safety

Prior to commencement of this Contract, the Customer’s Contract Manager and the Supplier's Contract
Manager will identify any potential work health and safety (WHS) issues anticipated to arise during the term
of this contract and assign management of each issue identified to the party best able to manage it. For all
issues assigned to the Supplier, the Supplier will provide the Customer with a WHS plan for approval and
no work will commence until the plan is approved unless agreed in writing by the Customer — if required.

Throughout the Contract Term, the Customer and the Supplier will proactively identify and cooperate to
manage any WHS issues that arise.

C.A.2(d) Delivery and Acceptance



Where the Customer rejects any deliverables under Clause C.C.11 [Delivery and Acceptance] the
Customer will specify a timeframe in which the Supplier is required to rectify deficiencies, at the Supplier’s
cost, so that the deliverables meet the requirements of this Contract. The Supplier must comply with any
such requirement. Rectified deliverables are subject to acceptance under Clause C.C.11 [Delivery and
Acceptance].

The Supplier will refund all payments related to the rejected deliverables unless the relevant deliverables
are rectified and accepted by the Customer.

If the Supplier is unable to meet the Customer’s timeframe, the Customer may terminate this Contract in
accordance with Clause C.C.16 [Termination for Cause].

Milestone Description Contact for Delivery Delivery Location/Email Due Date
Delivery of the WEET s 22(1)(a)(i) weet@pmc.gov.au 16/11/2022
research proposal on

PPL

C.A.2(e) Meetings
The Supplier is not required to attend meetings.

C.A.2(f) Facilities and Assistance Offered by the Customer
The Customer will not make any facilities or assistance available to the Supplier.

C.A.2(g) Customer Material
The Customer will not provide any material.

C.A.2(h) Conflicts of Interest

The Supplier has declared that it has or may have Conflicts of Interest (COI) relevant to the performance of
its obligations under this Contract. During the Contract Term the Supplier agrees to keep the Customer
informed of all relevant details relating to the following COI and implement any COl management strategies
specified below:

The Supplier is conducting research on the Australian Paid Parental Leave Best Practice Policy Design and
has declared that they have children of child-bearing age that may be impacted by the content and purpose
of the research.

In addition to the Supplier's obligations under clause C.C.3 [Conflict of Interest], the Supplier also agrees to
comply with any additional requirements notified by the Customer from time to time in relation to the
management of this conflict.

C.A.2(i) Public Interest Disclosure

For information about how to make a Public Interest Disclosure, please refer to the information provided on
the Customer’s website:
https://intranet.ssp.pmc.gov.au/PMC/GOV/Pages/public_interest_disclosure_act_procedures.aspx.

All Public Interest Disclosure matters (relating to this procurement) should be referred to:

Name/Position: Authorised Officer
Email Address: publicinterestdisclosure@pmc.gov.au
Telephone: (02) 6271 6588

C.A.2(j) Complaints Handling

Any complaints relating to this procurement should be referred to:



Name/Position:

Complaints Officer

Email Address:

complaints@pmc.gov.au

Telephone:

(02) 6271 5688




C.A.3 Contract Price

The maximum Contract Price inclusive of GST and all taxes and charges will not exceed $10,000.00 as set
out below.

Fixed Price (including all expenses)

Due Date Milestone Description Total Price GST Total Price
GST Exclusive Component GST
Inclusive
25/11/2022 | Delivery $9,090.90 $909.10 | $10,000.00

Total Fixed Price for Services $10,000.00 GST Inclusive

Adjustment to Fixed Pricing for Contract Variation/Extension

Adjustment for contract extension will be in line with established market rates and within the costs
considered for the whole-of-life projection for this research.

C.A.3(a) Payment Schedule

The Total Fixed Fees and Charges will be made as a single payment on completion of contracted
deliverables.

Payment was determined on negotiation with the Supplier and the Customer in line with market rates.



C.A.4 Contract Managers and Addresses for Notices

Contract Managers are responsible for issuing or accepting any written Notices under this Contract and are
the contact points for general liaison.

C.A.4(a) Customer’s Contract Manager:

The person occupying the position of:  Adviser

Currently: s47F
Telephone: s 47F

Email Address: weet@pmc.gov.au
Postal Address: 1 National Circuit

Barton ACT 2600

C.A.4(b) Customer’s Address for Invoices:

Addressee Name/Position Title: s47F

Telephone: s47F

Email Address: weet@pmc.gov.au and apoperations@pmc.gov.au
Postal Address: 1 National Circuit

Barton ACT 2600

The Customer’s preferred method of invoicing is by email. Please ensure invoices reference the contract ID
#CD011436.

C.A.4(c) Supplier's Contract Manager:

Name: s47F
Position Title: Adviser
Telephone: s47F
Email Address: weet@pmc.gov.au
Postal Address: s47F

s 47F

C.A.4(d) Supplier's Address for Notices

Name: Marian Baird
Position Title: Professor
Email Address: S47F

Postal Address: S47F



C.A.5 Specified Personnel

Marian Baird.

C.A.6  Subcontractors
None Specified



Additional Contract Terms

An executed contract will incorporate the Commonwealth Contract Terms and also the following Additional
Contact Terms:

C.B.1 Intellectual Property
The Supplier owns the Intellectual Property Rights in the Material created under this Contract.
The Supplier grants to the Customer:

a) anon-exclusive, irrevocable, royalty-free, perpetual, world-wide licence to exercise the Intellectual
Property Rights in the Material provided under this Contract for any purpose and

b)  aright to sub-licence the rights in (a) above to third parties, including to the public under an open
access or Creative Commons ‘BY’ licence.

The licence excludes the right of commercial exploitation by the Customer.

The Supplier warrants that it is entitled to grant this licence to the Customer; and that the provision of the
Goods and/or Services and any Material by the Supplier under this Contract, and its use by the Customer,
in accordance with this Contract, will not infringe any third party’s Intellectual Property Rights and Moral
Rights.

Intellectual Property Rights in Goods provided under this Contract or pre-existing Intellectual Property of
the Supplier, set out below (if any), will not change as a result of this Contract.

Pre-Existing Intellectual Property of the Supplier
Not Applicable

C.B.2 Confidential Information of the Supplier
Not Applicable

C.B.3 Payment Terms

Where the Customer and the Supplier both have the capability to deliver and receive elnvoices through the
Peppol framework and have agreed to use elnvoicing, following receipt of a Correctly Rendered Invoice,
including acceptance of the Goods and/or Services by the Customer, the Customer will pay the amount of a
Correctly Rendered Invoice to the Supplier within five (5) calendar days after receiving it, or if this day is not
a Business Day, on the next Business Day.

In all other circumstances following receipt of a Correctly Rendered Invoice, including acceptance of the
Goods and/or Services by the Customer, the Customer will pay the amount of a Correctly Rendered Invoice
to the Supplier within twenty (20) calendar days after receiving it, or if this day is not a Business Day, on the
next Business Day.

Where the Customer fails to make a payment to the Supplier by the Business Day it is due, the Customer
will pay the unpaid amount plus interest on the unpaid amount, provided the amount of interest payable
under this clause exceeds A$100.

Interest payable under this clause will be simple interest calculated in respect of each calendar day from
the day after the amount was due and payable, up to and including the day that the Customer effects
payment, calculated using the General Interest Charge Rate as published on the Australian Taxation Office
website https://www.ato.gov.au/Rates/General-interest-charge-(GIC)-rates/.




Commonwealth Contract Terms

C.C.1 Background 3.4  If the Supplier fails to notify the Customer as set
1.1 The Customer requires the provision of certain outin thIS‘C|aL.JSC o[' does notl comply with the

Goods and/or Services. The Supplier has fully Customer’s rcgsondblc requirements to resolve or

informed itself on all aspects of the Customer's manage Conflicts of Interest, the Customer may
. : terrminate or reduce the scape of the Contract in

reguirements and has responded representing i ) . - )

that it is able to meet the Requirement accordance with C.C.16 [Termination for Cause].

1.2  Some terms used in these Commonwealth C.C4 Precedence of Decuments

Contract Terms have been given a special 4.1 The Contract is comprised of:

gﬁeaning. Thell(rh |Téea;1ing? argsf’it ‘Egtcig)tgf a) Additional Contract Terms (if any)

ommonwea ontracting Suite ossary . o

) ; b) ifthe Contract is issued uncler a DaSQO,
and Interpretation or in the Contract. the Contract Details Schedule
C.C.2 Relationship of the Partles ¢)  Statement of Work
2.1 Byvirtue of this Contract, neither Party is the d) Commonwealth Contract Terms

employee, agent, officer or partner of the other CCS Glossary and | . and

Party nor authorised to bind or represent the other €) ossary and Interpretation, an

Party. f)  additional Contract annexes {if any),

2.2 Each Party must ensurc that its officers, unle_ss otherwise agreed in writing between the
employees, agents or Subcontractors do not Parties.

repregen‘ themselves as bemg an Ofﬁcer, 4.2 If there is ambigl”ty ar incﬂnsistency between

employee, partner or agent of the other Party. documents comprising the Cantract, the docurnent

2.3 Inall dealings related to the Contract, the Parties appearing higher in the list will have precedence to
’ agree to: ! the extent of the ambiguity or inconsistency.

a) caommunicate openly with each ather and 43 The IContract may be 5|gned a_nd dateq by the
cooperate in achieving the contractual Parties on separate, but identical, copies. All
objcctives signed copies constitute one {1) Contract.

b) act honestly and ethically C.C5 GovemingLaw

¢} comply with reasonable commercial 5.1 The laws of the Australian Capital Territory apply to
standards of fair conduct the Contract.

d) consult, cooperate and coardinate activities C.C.6 Entire Agreement
to idcnflfy an’d address any ove rla.p.plng v’vork 6.1 The Contract represents the Partics’ entire
thIth dnﬁlsarfnty;trﬁspojnml})ll;t[csf d'msd at d agreement in relation to the subject matter, at the
ens:”;‘g € P'Ja and sately of warkers an time this Contract was executed.
workplaces, anc . . .

P o ] i . i i 6.2  Anything that occurred before the making of this

c) cnmplér with ‘jlll rtgastzndblckdr:rctzlt‘l:ns gndf ; Contract shall be disregarded {unless incorporated
procedures relating to work health and safety, inta the Contract in writing). However, the Supplier
record keePlng a”?’ security n ppera'ﬂon at represents that the claims made in its Response to
eachl f?"her? premises or fa(n_lltles whether the ATM or the RFQ as relevant remain correct.
specifically informed or as might reasonably .
be inferred from the CircUMstances. 6.3 Any agreement or understanding to vary or extend

the Contract will not be legally binding upon either
C.C.3 Conflicts of Interest Party unless in writing and agreed by both Parties.
3.1 The Supplier warrants that, other than as 6.4  If either Party does not exercise {(or delays in
previously declared in writing to the Customer at exercising) any of its contractual rights, that failure
the cammencement of the Cantract, na Canflicts of or delay will not prejudice those rights.
Interest exist, relevant to the performance by the c.o Survi
Supplier of its obligations under the Contract. .7 urvival
3.2 Atanytime during the term of the Contract, the 7.1 Al Addlthna_l _Cun‘[ract Terms_ (if any), plus clauses:

Customer may require the Supplier to execute a ggf_} [;'ab'll'_ty o;'thc Supplier]

Conflicts of Interest declaration in the form CAT| upplier ayments]

specified by the Customer. C.C.20 [Transition Out], and

. C.C.21 [Compliance with Law and Policy],
3.3 As so_on as the Supplier blecomes.av.lrare that ‘?' survive termination or expiry of the Contract.

Conflict of Interest has arisen, or is likely to arise )

during the term of the Contract, the Supplier will: C.C.8 Notices

a) immediately report it to the Customer 8.1 ANotice is deemed to be delivered:

b) provide the Customer with a written report a} if delivered by hand - on delivery to the
setting out all relevant information within relevant address
three (3) Business Days, and b} if sent by registered post - on delivery to the

¢} comply with any reasonable requirements relevant address, or
notified by the Customer relating to the
Conflict of Interest.
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Commonwealth Contract Terms

8.2

c.Co
9.1

9.2

c) if transmitted by email or other electronic
means when it becomes capable of being
retrieved by the addressee at the relevant
email or other electronic address.

A Notice received after 5:00 pm, or on a day that is
nat a working day in the place of receipt, is
deemed to be delivered on the next working day in
that place.

Assignment
The Supplier may not assign any rights under the
Contract without the Customer's written consent.
To seck consent, the Supplier must provide the
Customer with a Notice, which includes full details
of the proposed assignee and the rights the
Supplier proposes to assign.

To decline consent, the Customer must provide a
Notice to the Supplier, setting out its reasons,
within twenty {(20) Business Days, ar such other
time as agreed between the Parties, of receiving
the Notice seeking consent. Otherwise, the
Customer is taken to have consented.

C.C.10 Subcontracting

10.1

10.2

10.3

104

10.5

Subcaontracting any part of, ar the entire Supplier's
abligations under the Contract, will not relieve the
Supplier from any of its obligations uncler the
Contract.

The Supplicr must ensure that Subcontractors
specified in the Contract {if any) perform that part
of the Services specified in the Contract. The
Supplier must not subcontract any part of its
obligations under the Contract, or replace
approved Subcontractars, without prior written
consent of the Customer. The Customer's written
consent will not be unreasonably withheld.

At the Custamer's request, the Supplier, at no
additional cost to the Customer, must promptly
remave from involvement in the Contract any
Subcaontractor that the Customer reasonably
considers should be removed.

The Supplier must make available to the Customer
the details of all Subcontractors engaged to
provide the Goods and/or Services under the
Cantract. The Supplier acknowledges that the
Customer may be required to publicly disclose
such information.

The Supplier must ensure that any subcantract
entered inta by the Supplier, for the purpose of
fulfilling the Supplier's obligations under the
Contract, imposes on the Subcontractor the same
abligations that the Supplier has uncler the
Contract {(including this requirement in relation to
subcontracts).

C.C.11 Delivery and Acceptance

111

11.2

The Supplier must provide the Goods and/or
Services as specified in the Contract and meet any
requirements and standard specified in the
Contract.

The Supplier must promptly notify the Customer if

the Supplier becomes aware that it will be unable
to provide all or part of the Goods and/ar Services

specified in the Cantract and advise the Customer
when it will be able to do so.

11.3 Any Goods must be delivered free from any
security interest. Unless otherwise stated in the
Contract, Goods must be new and unused. Any
Services must be provided to the higher of the
standard that would be expected of an
experienced, professional supplier of similar
services and any standard specified in the
Contract.

11.4 The Custarner may reject the Goads and/or
Services within ten (10) Business Days after
delivery or such longer period specified in the
Contract {“Acceptance Period"), if the Goods
and/ar Services da not comply with the
requirements of the Cantract.

11.5 If during the Acceptance Period circumstances
outside the Customer’s reasonable contral cause a
delay in the Customer’s evaluation of the
compliance of the Goods and/or Services with the
Contract, the Customer may give the Supplier a
Motice before the end of the original Acceptance
Period, setting out the reason for the delay and the
revised Acceptance Period date {which must be
reasonable having regard 1o the circumstances
causing the delay).

11.6 If the Customer daes not notify the Supplier of
rejection within the Acceptance Periad (as
extended if applicable), the Customer will be taken
to have accepted the Goods and/or Services,
though the Custamer may accept the Goods
and/or Services socner. Title to Goods transfers to
the Customer only on acceptance.

11.7 If the Customer rejects the Goods and/or Services,
the Customer must issue a Notice clearly stating
the reason for rejection and the remedy the
Customer requires. No payment will be due for
rejected Goaods and/or Services until their
acceptance.

C.C.12 Licences Approvals and Warranties

12.1 At no cost to the Customer, the Supplier must
obtain and maintain all Intellectual Property
Rights, licences or other approvals required for the
lawful provision of the Goods and/or Services and
arrange any necessary customs entry for any
Goods.

12.2 The Supplier must provide the Customer with all
relevant third party warranties in respect of Goods.
If the Supplier is a manufacturer, the Supplier
must provide the Customer with all standard
manufacturer’'s warranties in respect of the Goods
it has manufactured and supplied.

12.3 Tothe extent permitted by laws and for the benefit
of the Custamer, the Supplier consents, and must
usc its best endeavours to ensure that cach
authar of Material consents in writing, to the use
by the Custormer of the Material, even if the use
may otherwise be an infringement of their
Intellectual Property Rights and,/or Moral Rights.

C.C.13 Specified Personnel

13.1 The Supplier must ensure that the Specified
Personnel set out in the Contract (if any) perfarm
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13.2

13.3

the part of the Services specified in that item. The
Supplier must ensure that Specified Personnel {if
any) are not replaced without the prior written
consent of the Customer. The Customer’'s written
consent will not be unreasanably withheld.

At the Customer’s reascnable request, the
Supplier, at no additional cost to the Customer,
must as soon as reasonably practicable replace
any Specified Personnel that the Customer
rcasonably considers:

a) is not performing the Supplier's obligations
under the Cantract to the standard or within
the timeframe reasonably required by the
Customer

b) s not afit and proper person, ar

c) is notsuitably qualified to perform the
Services.

Any Specified Personnel must be replaced with
personnel that are acceptable to the Customer.

C.C.14 Liabllity of the Suppller
14.1 The Supplier will indemnify the Customer for any

damage claim, cost or loss resulting from any

15.4

155

15.6

accordance with the Notice and comply with any
reasonable directions given by the Customer.

In either case, the Supplier must mitigate all loss
and expenses in connection with the termination
or recluction in scope {including the costs of its
compliance with any directions). The Customer will
pay the Supplier for Goods and/or Services
accepted in accordance with C.C.11 [Delivery and
Acceptance] and the Contract before the effective
date of terminaticn or reduction.

If the Customer issues a Notice under this clause,
the Customer will alzsa pay the Supplier for any
reasonable costs the Supplier incurs that are
directly attributable to the termination or
reduction, provided the Supplier substantiates
these costs to the satisfaction of the Custamer.

Under no circumstances will the total of all
payments to the Supplier exceed the Contract
Price. The Supplier will nat be entitled to lass of
anticipated profit for any part of the Contract not
performed.

C.C.16 Termination for Cause

negligent or wilful breach of its abligations ar 16.1 The Qustomer‘ may issue a Notice to |mmed|atclel.y
. . terminate or reduce the scope of the Contract if:
representations under the Cantract by the Supplier i )
or its officers, employees, agents or a) the Suppller_ does not de_llver‘the Goods
Subcaontractors. and/o‘;‘Scr\:ocg as spcmﬁ'::d |r;1th§ COT‘traCt',u
- R ‘ ) or notifies the Customer that the Supplier wi
14.2 The Supplier's obligation to indemnify the be unable to deliver the Goods and/?)?
Customer will reduce proportionally to the extent o - e -
- ) Services as specified in the Contract
that the Customer has contributed to the claim, ervices as gpﬂ?' ‘ed nfhe Lonira
cost or loss. b) ;he (?ustqmer r’EJZCtS the G;chjg i;_l’ld/grl.
14.3 Where the Supplier is a member of a scheme ervices in accordance with C.C.11 [Delivery
operating under Schedule 4 of the Civil Law and !!\cceptance] and th_e Goods af‘“/‘”
. Services are not remedied as required by the
(Wrongs) Act 2002 {ACT), or any corresponding . e
X S Notice of rejection
Commaonwealth, State, Territory or legislation that ) .
limits civil liability arising from the performance of ¢} the Supplier breaches a material term of the
their professional services, and where that scheme Contract and the breach is not capable of
applies to the Goods and/or Services delivered remedy
under the Cantract, the Supplier’s liability under d) the Supplier does not remediate a material
this clause shall not exceed the maximum amaunt breach of the Contract which is capable of
specified by that scheme or legislation. remecdliation within the period specified by the
14.4 The Supplier will maintain adequate insurances for Custo!'ner in a Notice of default issued to the
the Contract and provide the Customer with proof Supplier, or
when reasonably requested. e) subject to the Customer complying with any
— . . requirements in the Corporations Act 2001
C.C.15 Tern'lllll'latlon or Reducﬂgn for (?‘onvemence (Cth), the Supplier:
15.1 In addition to any other rights either Party has i is unable ta pay all its debts when they
under the Contract,
o ) become due
a) the Customer acting in good faith, may at any i if incorporated - has a liquidator
time, ar ’ ] . !
) o ) ) receiver, administrator or other
b) the Supplier, acting in good faith, may notify controller appointed or an equivalent
that it wishes to, appointment is made under legislation
terminate the Contract or reduce the scope ar other than the Corporations Act 2001
guantity of the Goods and/ar Services by praviding {Cth), or
a Notice to the other Party. ii.  ifanindividual - becomes bankrupt or
15.2 If the Supplier issues a Notice under this clause, enters into an arrangement under Part
the Supplier must comply with any reasonable {X or Part X of the Bankruptcy Act 1966
directions given by the Customer. The Contract will {Cth).
terminate, or the scope will be reduced in 16.2 Termination of the Contract under this clause does
accordance with the Notice, when the Supplier has not change the Customer’s obligation to pay any
complied with all of those directions. Correctly Rendered Invoice.
158.3 If the Customer issues a Notice under this clause,
the Supplier must stop or reduce work in
Date Published: 5 September 2022 Version: 7.0 Page 3 of §
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C.C.17 Supplier Payments

17.1 If the Supplier is required to submit an invoice to
trigger payment, the invoice must be a Correctly
Rendered Invoice.

17.2 The Supplier must promptly provide to the
Customer such supporting documentation and
ather evidence reasonably required by the
Customer to substantiate performance of the
Contract by the Supplier.

17.3 Payment of any invoice is payment an account
anly, and does not substantiate performance of
the Contract.

17.4 If the Supplier owes any amount to the Customer
in connection with the Contract, the Customer may
offset that amount, or part of it, against its
abligation to pay any Correctly Rendered Invoice.

C.C.18 Dispute Resolution

18.1 For any dispute arising under the Contract both the
Supplier and the Customer agree to comply with
{a) ta {e) of this clause seqguentially:

a) both Contract Managers will try to settle the
dispute by direct negotiation

b) if unresolved within five {5) Business Days,
the Contract Manager claiming that there is a
dispute will give the other Contract Manager a
MNotice setting out details of the dispute and
proposing a solution. The date the dispute
Notice is issued will be the date of the Notice
{“Notice Date™)

¢} if the proposed solution is not accepted by
the other Contract Manager within five {5)
Business Days of the Notice Date, each
Contract Manager will nominate a more
seniar representative, who has not had priar
direct involverment in the dispute. These
representatives will try to settle the dispute by
direct negaotiation

d) failing scttlement within twenty (20) Business
Days of the Notice Date, the Customer will,
without delay, refer the dispute to an
appropriately qualified mediator selected by
the Customer or, at the Customer’s
discretion, to the chairperson of an
accredited mediation organisation to appoint
a mediator, for mediation to commence
within thirty {30} Business Days of the Notice
Date ar such ather period as agreed by the
Parties, and

e) If the dispute is not resclved within sixty (60)
Business Days of the Notice Date, either the
Supplier or the Customer may commence
legal proceedings or, by agreement, continue
the mediation process for a period agreed by
the Parties.

18.2 Representatives for the Supplier and the Customer
must attend the mediation. The nominated
representatives must have the authority to bind
the relevant Party and act in good faith to
genuinely attempt to resolve the dispute.

18.3 The Supplier and the Customer will each bear their
awn costs for dispute resolution. The Customer will
bear the costs of a mediator.

18.4 Despite the existence of a dispute, the Supplier will
continue their performance under the Contract
unless requested in writing by the Customer not to
do so.

18.5 This procedure for cispute resolution does not
apply to action relating to C.C.16 [Termination far
Cause] ar to legal proceedings for urgent
interlocutory relief.

C.C.19 Transition In

19.1 The Supplier must perform all tasks reasonably
required to facilitate the smooth transition of the
provision of the Goods and/or Services from any
outgoing supplier to the Supplier.

C.C.20 Transition Out

20.1 If the Contract expires or is terminated under
C.C.186 [Termination for Cause] the Supplier must
comply with any reasonable directions given by the
Customer in order to facilitate the smaath
transition of the provision of the Goods and/or
Services to the Customer or ta anather supplier
naminated by the Customer.

C.C.21 Compliance with Law and Policy

21.1 The Supplier must comply with, and ensure its
officers, employees, agents and Subcontractors
comply with all laws applicable to the performance
of this Contract and warrants that it will not cause
the Customer to breach any laws.

21.2 The Supplier must comply with, and ensure its
officers, employees, agents and Subcontractors
comply with any Commonwealth policies relevant
to the Goods and/or Services.

21.3 The Supplier agrees to provide such reports and
other infarmation regarding compliance with
applicable law and Commanwealth policy as
reasonably requested by the Customer ar as
otherwise required by applicable law or policy.

21.4 If the Supplier becomes aware of any actual or
suspected breach of the requirements set out in
21.A 10 21.J below, or any other applicable law or
Commonwealth policy, it must:

a) immediately report it to the Customer and
provide a written report on the matter within
three {3) Business Days unless otherwise set
out in these Terms, and

b} camply with any reasonable directions by the
Customer in relation to any investigation or
further reporting of the actual or suspected
breach.

21.A  Access to Supplier's Premises and Records

Al The Supplier must maintain and ensure its
Subcaontractors maintain proper business and
accounting records relating to the supply of the
Goods and/or Services and performance of the
Contract.

A.2  The Supplier agrees to provide to the Custamer, or
its nominee, access to the Supplier's or its
Subcontractor's premises, personnel, computer
systems, documents and other records, and all
assistance reasonably requested, for any purpase
associated with the Contract or any review of the
Supplier's ar the Customer's performance under

Date Published: b September 2022

Version: 7.0

Page 4 of 6



Commonwealth Contract Terms

the Contract, including in connection with a D.2  When providing personal information of a natural
request made under the Freedom of Information person under this clause, the Supplier warrants it
Act 1982 (Cth) or an audit or review by the will have obtained the consent of or provided
Australian National Audit Office. reasonable notification to the person in
A3 Unless the access is required for an urgent accordance with the Privacy Act 1988 (Cth).
purpose, the Customer will provide reasonable D.3  Nothing in these clauses limits or derogates from
prior natice to the Supplier. the Supplier's obligations under the Privacy Act
A4 Ifrequested by the Supplier, the Customer will 19883 {Cth).
rcimk;ursc t|'1cI Suppl?c':‘shsu(l::)stantiatcd reasonable 21.E  Confidential Information
cost for complying with the Customer’s request, ’ )
unless the access is required for the purpose af a el T}:: SLtJI_}?pIIFirha%reets notto dlsglos?cjo ::n); person,
criminal investigation into the Supplier, its officers, ptner than the Lustomer, any Lonfidentia
, B Information relating to the Contract or the Goods
employees, agents or Subcontractors. . - : .
i . and/or Services, without prior written approval
A5 Ihe Sfupplfler m:S; not transferr_l,lor penl"lmtt:? from the Customer.
ransfer of, custody or ownership, or allow the ; N ) ) .
destruction, of any Commonwealth record (as E.2 This obligation WI|I| not be l.:)rce:lchcd \»Ivhcrc. .
defined in the Archives Act 1983 (Cth)) without the a) the relevant information is publicly available
prior written consent of the Customer. All {other than through breach of a confidentiality
Commaonwealth recards, including any held by or non-disclosure obligation), or
Subcontractors, must be returned to the Customer b} the Supplier is required by law, an order of
at the conclusion of the Contract. the court or a stock exchange to disclose the
Py relevant infarmation, but any such request
218 ) _Aﬂ 1988 (Cth) Requ"emgnts must be reported by Notice to the Customer
B.1 I providing the Goods and/or Services, the without delay and the text of the disclosure
Supplier agrees to comply, and to ensure that its provided in writing to the Custorner as soon
ofﬁcelrs, erﬂplﬁye;f:s, age:m igggsigg))ntrzmom as practicable.
comply with the Privacy Act and not to e . .
do anything, which if done by the Customer would E.3 The Customer.may gt any time require the Supplier
; s . - _ X . ta arrange far its officers, employees, agents ar
breach an Australian Privacy Principle as defined in ) . .
Subcaontractors to give a written undertaking
that Act. ) . s
relating to nonclisclosure of the Custormer's
21.C Notifiable Data Breaches Confidential Information in a form acceptable to
C.L  If the Supplier suspects that there may have the Customer.
been an Eligible Data Breach in relation to any E.4  The Customer will keep any infarmation in
Personal Information held by the Supplier as a connection with the Contract confidential to the
result of the Contract, the Supplier must: extent it has agreed in writing to keep such
a) immediately repart it to the Customer and specified information confidential.
provide a written report within three {3) E.5 The Customer will not be in breach of any
Business Days, and confidentiality agreement if the Customer
b) carry outan assessment in accordance with discloses the information for the purposes of
the requirements of the Privacy Act 1938 managing the Contract or if it is required to
{Cth). disclose the information by law, & Minister or a
C.2  Where the Supplier is aware that there has been :g;ffn?;tﬁﬁr‘; r:rltrtse OrIi Ezrhirzgé'sm for
an Eligible Data Breach in relation to the po purp )
Contract, the Supplier must: 21F  Security and Safety
a) take all reasonable action to mitigate the risk F.1  When accessing any Commonwealth place, area or
of the Eligible Data Breach causing serious facility, the Supplier must comply with any security
harm to any individual to whom the Personal and safety requirements notified to the Supplier by
Information relates the Customer or of which the Supplier is, or should
b) take all other action necessary to comply with rcasclmablg,.f be aware. The Supplier must ensure
the requirements of the Privacy Act 1988 that its officers, employces, agentsand
{Cth), and Subcontractors are aware of, and comply with,
c) take any other action as reasonably directed 5“9“ security and safety requwements.. )
by the Customer. F.2  If directed by the Customer, the Supplier and its
. officers, employees, agents and Subcontractors
21D  Personal Information are reqguired to undertake a security briefing prior
D.1  The Supplier agrees to provide the Customer, or its to being able to work inside a Commonwealth
nominee, relevant infarmation {including personal office, area or facility.
information) relating to the Supplier, its officers, F.3  The Supplier must ensure that all informatian,
employees, agents or Subcontractors, for the material and property provided by the Customer for
purposes of preventing, detecting, investigating or the purposes of the Contract is protected at all
dealing with a fraud or security incident relating to times from unauthorised access, use by a third
a Contract. party, misuse, damage and destruction and is
returned as directed by the Customer.
Date Published: 5 September 2022 Version: 7.0 Page b5 of
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F.4

216
6
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The Supplier acknowiedges that unauthorised
disclosire of soelnity-ciassificd informition s an
offence. Legislation (in¢luding the Criminal Code:
Act 1995 (i) contalng provisions miating o thie
protection of certain information and sets out the
‘penaltics for the unouthoriscd disclosure of that
information.

Criminal Coda )
The Suppiicr acknowiedges that tha gvng of false
or misieading information o the Commonwealth is
a serious nffence under section 137.1 af tha
sehedule to the Criminal Code Act 1995 (Cih),
The Supplier must ensure thal its officers,
‘employees, agents and Subcontractors engaged in
connection with the Contract are eware of the
information contalined in this dause.

Fraud
Tho Supplicr must ke ull ressonabio stops o
prevent and detoet Fraud in rélation (o tho
perarmance of this Contract, The Supplier
atknowledges the acoumenca of Fraud will
constitute & bresch of this Contract,
It an investigation finds that the Supplier or its
officers, employees, agents or Subconimctomns
have committed Fraud. or the Supplier haz falled
1o Taki reasonable steps to present Fraod, the -
‘Supplier mist relmbures urmn‘punm the
Customer i full,

Taxation
The SUppliar Sgrees 1o cormpdy, and 1o fedguine s
‘sUbcontractors to comply. with sl applicable laws
relating to taxation.

Public Interest Disclosure
The Supplier must famillaniss hzelf with the Publlic
Interest Disciosure Act 2013 (Cth)and
achiowlcdges that publle officlats, Including
saryvioe providars and thelr Subeantractars under a
Commonwealth contract, who suspect wrongdoing
within the: Commorweisith puble sectar mayﬁﬁﬂ:
their coneems undar the Fubis interest Disohosune
fct 2013 (Cth),

Informution for disclosers s available ap
resnons bl s mask ni-s-dischosunm,

Hmﬂnmmnnlhmrl Tormea
are hpondee under the Crantien Coimmmng
Atrbutior-SonComperasb-Molnnmtes 4.0
Inierretional Lisensn (G BY NE KD 4.0 INT),
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Commonwealth Contracting Suite Glossary and Interpretation

Glossary
in the Commienwealth Contracting Suifte (CCS

“Additional Contract Terms™ means T ferms and candliions setoul in this section of the Afipraach o Market, RFG o
the Goniract 75 ralewant with the hmdhqg ‘Artalitional Contract Terms'.

~AddHionai DoS0 Terms" means the terms and conditions et out @ the section of 1he DoSO withthe neading *Aaditona)
DaS0 Tarms'.

“Approach to Market™ or “ATM" maans the natice inviiing Potential Supgliets to paicipate in the falevant progurement,

~Black Economy Policy” means the Black ecanomy - Inerasing tha Integrity of overnment procirsment: Procuvement
conmected policy guidelires March 2019 aveilable e hitus./Mtreasurvgondau/ publication /p20 194365468,

“Business Days™ means a day that s not a Saturday. a Sunday or a publie hnalidﬂ;r ar bank hallday in the place
concemed, as defined by the Copoaratians Act 2001 (Cth), and also-exciudes the period between Chrstmas Day and
Mew Year's Day,

“Closing Time" means the ciasing time and date 25 specified in the Approach to Market,

“Commonwealth Contracting Sutte™ or “CCS™ means the sulte of proprietasy documents developed for Commnnwesith
procurements

“Commienwealth Procurement Rules” means Thie epialative instrument issued by fhe Finance Minister ander section
1058 of the Pubile Governance, Perfarmante and Accountablline Acr 2013 (PGPA Act), which eatabliahies The framewark
undar which entitles govern and undertaka thielr DWn Drocunement.

“Confidential Information” means any Fni'nrmﬂtim: thar any Party does not wish 1o be shared. outside those Involved In
the Contract or Standing Uffer Arrangement, It can inolude anything that has been aoquired, developed or made
avallable to any of the Parties in the course of tha relatlonship between the Parties. it includes. bt ls not limimed 15,
Infarmation:

a) mpecifically Identified as confidential in this Contract ar DoS0

bl where disclosure wolld cause unressonable detriment to the owner of The infarmation.or Bnother party, oF

g} 'where thenformation was provided under an undarstanding thit it vould remalr confidential.

“Conflicts of Interest” means any fed) of Apparent Alluation whisre 10 personal interests of the Supplier, it officers,
employees, agents or Subcontractors could Improperty Influence the Supplier's performance of the Contract or DoS0as
releiant,

“Contract” means the documents (siecified in the Commonwealth Contract Terms or the Commonwealth Purchase
Order Terms as relevant] as executed or amended fram-time ta time by agreemant in writing between the Supplier and

the Customer,

“Gontract Datafls Schedule™ means the section in @ Contract issutd under the DoS0 with the hoading ‘Contract Datails
Scheduk'.

“Contract Manager” means the "Cantract Manager’ for the Custamer or Supplier represenative {as retevant) specified in
the Contract.

“Contract Price” means the maxmum oontract frice spocified fn the Contract, [nolding any GST aomponant payable,
but does not inglude any simpla interest payable on late payments.

“Correctly Rendered Involce™ means an involce that:

a) s carmeotly addressed and ineludes any purchase arder number or ather Custamer roferance advized by the
Customer’s Contract Manager and the name and specified contact detalis of the Customer's Contract Manager

b} relates only o tho Goods and/or Servicos that have boon accopted by the Customor | accardance with the
Gontract of a payment or milestons schedule (dentified in the Contrat

¢ iscomectly calculated and charged In accordance with the Contract

d) 'Isforan amount which, together with previously Correctly Rendered Invojoes. does not exceed the Contract
Pricg, dnd

e s avalld tax imvoloo ineccordance with The GST AcT.

"Customer” means the party specified In the Contract as the Customer,

~Dead of Standing Offer” or “DOS0" mean the documents Spacified in The Commanwealth DESO Tarms) 46 excuted of
amended by-agreement In wiiting between the Lead Customerand the Suppiler

“Delivery and Acceptance™ means the process by which Gaods and/or Services are delivered to the Customer and
accepted by the Customer a8 meeting the terms specified [n the Cantract.
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“DoS0 Manager” means the *DoS0 Manager’ for the Lead Customer ar Supplier represantative {as rétevam) spacified in
Tthe Dos0.

“Electronic involaing” or “elnvoicing” means the automated exchange of invaices dirently between the Customer and
Suppliers aotware or (inanckal systems via the Peppal netwrk, #s (ong as both Partles aro Feppol elnvalning enatilod

“Eligible Data Breach™ mieans an 'Eligiblc Data Broach' as definod In the Privacy Act 1588 {Cth).
“End Date™ means the date specified in e Cantract or DoS0 (as relevant) on which the agreement ceases:

“Fraud”™ means dishonestly attaining a benefit fiom the Commonwealth or caq.-mngn boss ta the Cammanwealth by
deception or other means and includes alleged, sttempted, suspected or detected fraud.

*General Interest Charge Rate™ means the general Interest charge rate determingd under secfion BAAD of the Taation
Administration Acr 553 (Gin) on The day payment i5 due, eapressed 85 8 decimal mta per day,

“Goods and/or Services” meany.
A the Goods and/or Services and any Matarisl, and
by @il such Incidental Goods and/or Services that are reasonably required ta achieve the Reaulrement of the
‘Customer,
‘p apeetiod inthe Confiaet and, where rolevan, ellered Gnder s Standing, Dfer Arrangemceal,

“GST" means a Commonwealth goods and services tax imposed oy the GST Act,
GSTACY Mmeans A New Tax System (Goods and Services Tax) Act 1999 (Cm),

“Indigenous Procurement Policy” mmme mumnentmnemd pulk:y asdamibeﬂ &t e Nnﬂnml Inr.limemua.
Ausirallans Agency website hiths: I E 13l

“Intellectusl Property Righta® means all intelleciual property nghts which may subsest in Australla or elsewhere, whether
of not they ans eurrant or future or taﬁmm or eapable of being reglstered, Including without limivation in refation to,
copyright, designs, trade marka (Including unregistensd marks). bisiness and coimpany names, domain names,
databases, ciroutt layouts, patents, Inventions, dissoveries, know-how, trade secrets and confidential Information, but
mmhﬁ Maral Righta,

“Lead Custamer” means the pamy apecified intha DoS0 a2 the Lead Customer.

“Materal’ means any matenal used or broughl inta sastence as a par of, o for the purpose of producing the Goods:
mnelfoe Sepvlies, and inclsdes but s not limied 1 documents: egulpimant, Infonmation of data stomed by any means.

“Morel Rights™ meons the: dgits in Part IXof the Copyright Act 1988 {Cih), Including Yhe dght of attribution, the g
Aagainat false attribition and the Mght of intagrity.

“Notioe" means sn officsl notics ar commurcation uirder the Contract or DOS0-{aa rehavast) in wiitimd, from onu
Goniract or DoS0 Manager to the oiher Contract or DoSO Manager (as tho case may be), atthe postal address, or emall
adress, or facaimile nuimber set out In the Contract or DoS0 or as notitied By the relevant Party.

'Fw,ni s - Pan-Europesn Public Procuramont OnsLing framewor b as dosoribed it tho Ausirdiian Tasation Offlco
wabsite iitos/ SMofiwaredevelopes atosovau/einvaleing,

“Party” or “Parties” means (83 relevant) the Customer and Supplier specified in this Contract or the Lead Customer and
Supplier specified In the DeS0.

“Parsonal Information” mians information relating ta a natunal person as defined in the Privacy Act 1988 (Cthj,

“Potential Customer” means an Austratian Govermment entity that is identified within thi DoS0 as being able to use the
Standing Offer Airangoment.

“Potantial Supalier” means any entity whe B ellgitile to respond Wan ATHW,

“Pricing Schedule” rmeans a schedule of musinum pricing rates that s Supplier san offur in un RFQ for Goods and/or
Servioes a8 sl i in the DaS0._

“Pubfic intenest Cartificate” neans a cenificans ikeed under section 22 of the Governmenr Procurement Hudicial
‘Raview) Act 2018 (Gth)

“Referancad Material” means any materials referenced In the ATM, Including but rot limited ta. reparts. plans. drawings
‘of samplos,

“Request for Quote” or “RFQ" means any notice inviting quotations o provide spedtic Goods antl/or Services under the
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Commanwealth Contracting Suite Glossary and Interpretation

“Requirad Capablilties” means:
aj Inthe DaS0 ATM, the description of the Lead Customar's required Gooas and/or Senices. These may be
categansed into several descriptions of Required Capabiiities.
by Inthe DaSO, the deseription of the Goods and/6r Serviees that a Subplicr s apnrovid 16 offr,

“Requirement” means the description of the Goods ant/or Serices (.
a) furthapmpumsnfme Commonwealth. ATM Temms, the sectlon of the ipmuﬂl:h to Market with the fieading The
Requiromant’
b) for the pumposes of 1he Commonweatth Conract Terms, The section of The Contracr with the heading The
Requlrement’, of
of for the purposes of the Commonwealth Purshase Order Terms, the Customer's purchase order or similar
ordering document sotting ou the Goods and/for Servicos.

“Response” means nformatian provided by a Patantial Supglier or Supplier demanstrating thelr capacity and eapability
1o

a) provide the Reguitemant under the ATM or Réiguest for Quote, of

b) miet s Requited Capability under The DaS0 ATM,

w in relation to the Black Economy Poliey only, means the Statement of Tax Record meets the conditions sct
out In Pam 6.b of the Btack Econamy Policy ar, HmummmlnMﬁummmmﬂuwMWapﬁ the
eonditions set ot m Part 8 of the Black Econormy Policy,

*Specified Personnel” moans persorma| spocificd in the Contract, or who are soooptod by the Customor in sooordance
with clatise C.0.13 [Specified Persannsl],

“Standing Offér Arrangemant” moans tho DeS0 arrangoment. sy Contrisct that is executed under the DeS0 and any
othiey doctiment that applics 1o it

“Standing Offer Details” mituns the scetion of the DaSO with the heading ‘Standing Offor Detalls”,
“Stetement of Requirement” means the section of the Approach 1o Market with the beading ‘Statement of Requiremant’,

“Statement of Tax Record” mpans a statemont of fax record ssuod b}l'lhﬂ Auutr.:lmn Ta%nmmmm{ an
application made v accordante with the process setout at hitps q
record/ toage=3#Requesting an SIR.

“Statement of Wark” means the section gr schedule of the Contract (as the case may be) with the heading “Staement
of Work®,

“Subcontractor” moans an Tty contractcd b:.rthc Supplior to supphysome or ali of the Goods and, o Scrvices Toguired
undeyr, The: Contract,

“Supplier” moans & party spocificd in the Contriet or tha DoS0 &s the Supplior.

“Vand” in retation 1o the Black Economy Polley anly, means the Statement of Tax Record s vand m sccardance with Part
7.c.of the Black Economy Palicy.
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Commonwealth Contracting Suite Glossary and Interpretation

Interpretation

In the Commaonwealth Contracting Suite, unless stated otherwise:

a) ifany word or phrase is given a defined meaning, any other part of speech or other grammatical form of that
word ar phrase has a corresponding meaning
b) words in the singular include the plural and words in the plural include the singular
¢) the words ‘including’, ‘such as’, ‘particularly’ and similar expressions are not used as and are not intended to be
interpreted as words of limitation
d) a reference to dollars is a reference to Australian dollars
e) a reference to any legislation or legislative provision includes any statutory modification, substitution or re-
enactment of that legislation or legislative provision
f} clause headings are for reference only and have no effect in limiting or extending the language of the terms to
which they refer, and
g) the following clause references used in Commonwealth Contracting Suite documents refer to that section or
part of the relevant CCS document listed in the table below:
Clause Reference Section / Part CCS Document
AAK Statement of Requirement CCS Approach to Market (ATM)
AB.[x] Commonwealth Approach to Market (ATM) Terms
AC.[x] Additional Conlract Terms
C.A.[X] Statement of Work Commonwealth Contract
C.B.[x] Additional Contract Terms
C.C.[x] Commonwealth Contract Terms NOTE: Where relevant, this also forms part of a Contract
formed under & DoSO.
P.C.[x] Commonwealth Purchase Order Terms Commonwealth Purchase Order Terms
D.A[x] CCS DoSO ATM CCS Deed of Standing Offer (DoS0O)
D.B.[x Commonwealth DoS0O ATM Terms
D.C.[x DoS0O ATM Response Form
D.D.[x] CCS DoS0
D.D.3(x) Additional DoS0 Terms
D.E.[x] Commonwealth DoSO Terms
R.A[X] Schedule 1 - Statement of Work CCS Do30 RFQ and Contract
R.B.[x] Schedule 2 - Additional Contract Terms
R.C.[x] Schedule 3 - Supplier's Response Form
R.D.Jx] Contract Delails Schedule
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FOI/2025/276 - Document 13

Australian Government

Commonwealth Contract — Services

Reference ID: CD011435

Customer
Customer Name: Department of the Prime Minister and Cabinet
Customer ABN: 18 108 001 191
Address: 1 National Circuit
Barton ACT 2600
Supplier
Full Name of the Legal Entity: Hill, Elizabeth
Supplier ABN: s 22(1)(a)(ii)

Address: s 22(1)(a)(ii)



Statement of Work

C.A.1 Key Events and Dates

This Contract commences on the Contract Start Date or the date this Contract is executed, whichever is the
latter, and continues for the Contract Term unless:
a) it is terminated earlier or

b) the Customer exercises the Contract Extension Option, in which case this Contract will
continue until the end of the extended time (unless it is terminated earlier).

Event Details

Contract Start Date: Upon contract execution date

Contract Term: This Contract will terminate on Friday, 9 December 2022

Contract Extension Option: This Contract includes the following extension option(s): six
months.




C.A.2 The Requirement

The Australian Government has established the Women’s Economic Equality Taskforce (Taskforce) to
provide independent advice to Government to support the strong gender equality agenda the Government
has committed to. The Taskforce is constituted to provide advice that ensures women are at the centre of
policy and decision making. The Taskforce will provide advice on a range of issues including, but not
limited to, the gender pay gap, addressing gender segregation and promoting gender equality.

To fulfil their remit the Taskforce has been given a research budget that will enable them to meaningfully
advise Government on these issues. The Minister for Women and Minister for Social Services have asked
to Taskforce to provide advice on upcoming changes to the Paid Parental Leave Scheme. The Taskforce is
required to provide advice no later than 16 November 2022 to allow the Department of Social Services and
legal drafter’s time to incorporate any changes ahead of the introduction of the legislative changes into
Parliament in the final week of November.

The Customer has a requirement for the supplier to provide comprehensive and knowledgeable advice, the
Taskforce requires research to be conducted urgently to inform their work. The engagement with the
supplier will enable the Taskforce to carry out their duties as per their remit to the best of their ability.

C.A.2(a) Standards

The Supplier must ensure that any goods and services provided under this Contract comply with all
applicable Australian standards and any Australian and international standards specified in this Statement
of Work. The Supplier must ensure that it obtains copies of all relevant certifications and maintains records
evidencing its compliance with those standards. If requested by the Customer, the Supplier must enable
the Customer, or an independent assessor, to conduct periodic audits to confirm compliance with those
standards.

Web Content Accessibility

As applicable, the Supplier must ensure that any website, associated material and/or online publications
(where applicable) complies with the Web Content Accessibility Guidelines available at:
https://www.w3.org/WAl/intro/wcag.

Australian Standards
The Supplier must comply with the following Australian Standard(s):

AS Number Title

Not Specified Australian Code for the Responsible Conduct of Research, 2018

C.A.2(b) Security Requirements
None Specified

C.A.2(c) Work Health and Safety

Prior to commencement of this Contract, the Customer’s Contract Manager and the Supplier's Contract
Manager will identify any potential work health and safety (WHS) issues anticipated to arise during the term
of this contract and assign management of each issue identified to the party best able to manage it. For all
issues assigned to the Supplier, the Supplier will provide the Customer with a WHS plan for approval and
no work will commence until the plan is approved unless agreed in writing by the Customer — if required.

Throughout the Contract Term, the Customer and the Supplier will proactively identify and cooperate to
manage any WHS issues that arise.

C.A.2(d) Delivery and Acceptance



Where the Customer rejects any deliverables under Clause C.C.11 [Delivery and Acceptance] the
Customer will specify a timeframe in which the Supplier is required to rectify deficiencies, at the Supplier's
cost, so that the deliverables meet the requirements of this Contract. The Supplier must comply with any
such requirement. Rectified deliverables are subject to acceptance under Clause C.C.11 [Delivery and
Acceptance].

The Supplier will refund all payments related to the rejected deliverables unless the relevant deliverables
are rectified and accepted by the Customer.

If the Supplier is unable to meet the Customer’s timeframe, the Customer may terminate this Contract in
accordance with Clause C.C.16 [Termination for Cause].

Milestone Description Contact for Delivery Delivery Location/Email Due Date

Delivery of the WEET 16/11/2022
research proposal on

PPL

s 22(1)(a)(ii)

weet@pmc.gov.au

C.A.2(e) Meetings
The Supplier is not required to attend meetings.

C.A.2(f) Facilities and Assistance Offered by the Customer
The Customer will not make any facilities or assistance available to the Supplier.

C.A.2(g) Customer Material
The Customer will not provide any material.

C.A.2(h) Conflicts of Interest

The Supplier has declared that it has no Conflicts of Interest relevant to the performance of its obligations
under this Contract.

C.A.2(i)) Public Interest Disclosure

For information about how to make a Public Interest Disclosure, please refer to the information provided on
the Customer’s website:
https://intranet.ssp.pmc.gov.au/PMC/GOV/Pages/public_interest_disclosure_act_procedures.aspx.

All Public Interest Disclosure matters (relating to this procurement) should be referred to:

Name/Position:

Authorised Officer

Email Address:

publicinterestdisclosure@pmc.gov.au

Telephone:

(02) 6271 6588

C.A.2(j) Complaints Handling

Any complaints relating to this procurement should be referred to:

Name/Position:

Complaints Officer

Email Address:

complaints@pmc.gov.au

Telephone:

(02) 6271 5688




C.A.3 Contract Price

The maximum Contract Price inclusive of GST and all taxes and charges will not exceed $10,000.00 as set
out below.

Fixed Price (including all expenses)

Due Date Milestone Description Total Price GST Total Price
GST Component GST
Exclusive Inclusive
25/11/2022 | Delivery $9,090.90 $909.10 | $10,000.00

Total Fixed Price for Services $10,000.00 GST Inclusive

Adjustment to Fixed Pricing for Contract Variation/Extension

Adjustment for contract extension will be in line with established market rates and within the costs
considered for the whole-of-life projection for this research.

C.A.3(a) Payment Schedule

The Total Fixed Fees and Charges will be made as a single payment on completion of contracted
deliverables.

Payment was determined on negotiation with the Supplier and the Customer in line with market rates.



C.A.4 Contract Managers and Addresses for Notices

Contract Managers are responsible for issuing or accepting any written Notices under this Contract and are
the contact points for general liaison.

C.A.4(a) Customer’s Contract Manager:

The person occupying the position of:  Adviser

Currently: s 22(1)(a)(ii)
Telephone: s 22(1)(a)(ii)
Email Address: weet@pmc.gov.au
Postal Address: 1 National Circuit

Barton ACT 2600

C.A.4(b) Customer’s Address for Invoices:

Addressee Name/Position Title: s 22(1)(a)(ii)

Telephone: s 22(1)(a)(i)

Email Address: weet@pmc.gov.au and apoperations@pmc.gov.au
Postal Address: 1 National Circuit

Barton ACT 2600

The Customer’s preferred method of invoicing is by email. Please ensure invoices reference the contract ID
# CD011435.

C.A.4(c) Supplier's Contract Manager:

Name: s 22(1)(a)(ii)
Position Title: Adviser
Telephone: s 22(1)(a)(ii)
Email Address: weet@pmc.gov.au
Postal Address: s 22(1)(a)(i)

C.A.4(d) Supplier's Address for Notices

Name: Elizabeth Hill
Position Title: Associate Professor
Email Address: s 22(1)(a)(ii)

Postal Address: s 22(1)(a)(ii)



C.A.5 Specified Personnel
Elizabeth Hill.

C.A.6  Subcontractors
None Specified



Additional Contract Terms

An executed contract will incorporate the Commonwealth Contract Terms and also the following Additional
Contact Terms:

C.B.1 Intellectual Property
The Supplier owns the Intellectual Property Rights in the Material created under this Contract.
The Supplier grants to the Customer:

a) anon-exclusive, irrevocable, royalty-free, perpetual, world-wide licence to exercise the Intellectual
Property Rights in the Material provided under this Contract for any purpose and

b)  aright to sub-licence the rights in (a) above to third parties, including to the public under an open
access or Creative Commons ‘BY’ licence.

The licence excludes the right of commercial exploitation by the Customer.

The Supplier warrants that it is entitled to grant this licence to the Customer; and that the provision of the
Goods and/or Services and any Material by the Supplier under this Contract, and its use by the Customer,
in accordance with this Contract, will not infringe any third party’s Intellectual Property Rights and Moral
Rights.

Intellectual Property Rights in Goods provided under this Contract or pre-existing Intellectual Property of
the Supplier, set out below (if any), will not change as a result of this Contract.

Pre-Existing Intellectual Property of the Supplier
Not Applicable

C.B.2 Confidential Information of the Supplier
Not Applicable

C.B.3 Payment Terms

Where the Customer and the Supplier both have the capability to deliver and receive elnvoices through the
Peppol framework and have agreed to use elnvoicing, following receipt of a Correctly Rendered Invoice,
including acceptance of the Goods and/or Services by the Customer, the Customer will pay the amount of a
Correctly Rendered Invoice to the Supplier within five (5) calendar days after receiving it, or if this day is not
a Business Day, on the next Business Day.

In all other circumstances following receipt of a Correctly Rendered Invoice, including acceptance of the
Goods and/or Services by the Customer, the Customer will pay the amount of a Correctly Rendered Invoice
to the Supplier within twenty (20) calendar days after receiving it, or if this day is not a Business Day, on the
next Business Day.

Where the Customer fails to make a payment to the Supplier by the Business Day it is due, the Customer
will pay the unpaid amount plus interest on the unpaid amount, provided the amount of interest payable
under this clause exceeds A$100.

Interest payable under this clause will be simple interest calculated in respect of each calendar day from
the day after the amount was due and payable, up to and including the day that the Customer effects
payment, calculated using the General Interest Charge Rate as published on the Australian Taxation Office
website https://www.ato.gov.au/Rates/General-interest-charge-(GIC)-rates/.







Commonwealth Contract Terms

C.C.1 Background 3.4  If the Supplier fails to notify the Customer as set
1.1 The Customer requires the provision of certain outin thIS‘C|aL.JSC o[' does notl comply with the

Goods and/or Services. The Supplier has fully Customer’s rcgsondblc requirements to resolve or

informed itself on all aspects of the Customer's manage Conflicts of Interest, the Customer may
. : terrminate or reduce the scape of the Contract in

reguirements and has responded representing i ) . - )

that it is able to meet the Requirement accordance with C.C.16 [Termination for Cause].

1.2  Some terms used in these Commonwealth C.C4 Precedence of Decuments

Contract Terms have been given a special 4.1 The Contract is comprised of:

gﬁeaning. Thell(rh |Téea;1ing? argsf’it ‘Egtcig)tgf a) Additional Contract Terms (if any)

ommonwea ontracting Suite ossary . o

) ; b) ifthe Contract is issued uncler a DaSQO,
and Interpretation or in the Contract. the Contract Details Schedule
C.C.2 Relationship of the Partles ¢)  Statement of Work
2.1 Byvirtue of this Contract, neither Party is the d) Commonwealth Contract Terms

employee, agent, officer or partner of the other CCS Glossary and | . and

Party nor authorised to bind or represent the other €) ossary and Interpretation, an

Party. f)  additional Contract annexes {if any),

2.2 Each Party must ensurc that its officers, unle_ss otherwise agreed in writing between the
employees, agents or Subcontractors do not Parties.

repregen‘ themselves as bemg an Ofﬁcer, 4.2 If there is ambigl”ty ar incﬂnsistency between

employee, partner or agent of the other Party. documents comprising the Cantract, the docurnent

2.3 Inall dealings related to the Contract, the Parties appearing higher in the list will have precedence to
’ agree to: ! the extent of the ambiguity or inconsistency.

a) caommunicate openly with each ather and 43 The IContract may be 5|gned a_nd dateq by the
cooperate in achieving the contractual Parties on separate, but identical, copies. All
objcctives signed copies constitute one {1) Contract.

b) act honestly and ethically C.C5 GovemingLaw

¢} comply with reasonable commercial 5.1 The laws of the Australian Capital Territory apply to
standards of fair conduct the Contract.

d) consult, cooperate and coardinate activities C.C.6 Entire Agreement
to idcnflfy an’d address any ove rla.p.plng v’vork 6.1 The Contract represents the Partics’ entire
thIth dnﬁlsarfnty;trﬁspojnml})ll;t[csf d'msd at d agreement in relation to the subject matter, at the
ens:”;‘g € P'Ja and sately of warkers an time this Contract was executed.
workplaces, anc . . .

P o ] i . i i 6.2  Anything that occurred before the making of this

c) cnmplér with ‘jlll rtgastzndblckdr:rctzlt‘l:ns gndf ; Contract shall be disregarded {unless incorporated
procedures relating to work health and safety, inta the Contract in writing). However, the Supplier
record keePlng a”?’ security n ppera'ﬂon at represents that the claims made in its Response to
eachl f?"her? premises or fa(n_lltles whether the ATM or the RFQ as relevant remain correct.
specifically informed or as might reasonably .
be inferred from the CircUMstances. 6.3 Any agreement or understanding to vary or extend

the Contract will not be legally binding upon either
C.C.3 Conflicts of Interest Party unless in writing and agreed by both Parties.
3.1 The Supplier warrants that, other than as 6.4  If either Party does not exercise {(or delays in
previously declared in writing to the Customer at exercising) any of its contractual rights, that failure
the cammencement of the Cantract, na Canflicts of or delay will not prejudice those rights.
Interest exist, relevant to the performance by the c.o Survi
Supplier of its obligations under the Contract. .7 urvival
3.2 Atanytime during the term of the Contract, the 7.1 Al Addlthna_l _Cun‘[ract Terms_ (if any), plus clauses:

Customer may require the Supplier to execute a ggf_} [;'ab'll'_ty o;'thc Supplier]

Conflicts of Interest declaration in the form CAT| upplier ayments]

specified by the Customer. C.C.20 [Transition Out], and

. C.C.21 [Compliance with Law and Policy],
3.3 As so_on as the Supplier blecomes.av.lrare that ‘?' survive termination or expiry of the Contract.

Conflict of Interest has arisen, or is likely to arise )

during the term of the Contract, the Supplier will: C.C.8 Notices

a) immediately report it to the Customer 8.1 ANotice is deemed to be delivered:

b) provide the Customer with a written report a} if delivered by hand - on delivery to the
setting out all relevant information within relevant address
three (3) Business Days, and b} if sent by registered post - on delivery to the

¢} comply with any reasonable requirements relevant address, or
notified by the Customer relating to the
Conflict of Interest.

Date Published: 5 September 2022 Version: 7.0 Page 1of 6



Commonwealth Contract Terms

8.2

c.Co
9.1

9.2

c) if transmitted by email or other electronic
means when it becomes capable of being
retrieved by the addressee at the relevant
email or other electronic address.

A Notice received after 5:00 pm, or on a day that is
nat a working day in the place of receipt, is
deemed to be delivered on the next working day in
that place.

Assignment
The Supplier may not assign any rights under the
Contract without the Customer's written consent.
To seck consent, the Supplier must provide the
Customer with a Notice, which includes full details
of the proposed assignee and the rights the
Supplier proposes to assign.

To decline consent, the Customer must provide a
Notice to the Supplier, setting out its reasons,
within twenty {(20) Business Days, ar such other
time as agreed between the Parties, of receiving
the Notice seeking consent. Otherwise, the
Customer is taken to have consented.

C.C.10 Subcontracting

10.1

10.2

10.3

104

10.5

Subcaontracting any part of, ar the entire Supplier's
abligations under the Contract, will not relieve the
Supplier from any of its obligations uncler the
Contract.

The Supplicr must ensure that Subcontractors
specified in the Contract {if any) perform that part
of the Services specified in the Contract. The
Supplier must not subcontract any part of its
obligations under the Contract, or replace
approved Subcontractars, without prior written
consent of the Customer. The Customer's written
consent will not be unreasonably withheld.

At the Custamer's request, the Supplier, at no
additional cost to the Customer, must promptly
remave from involvement in the Contract any
Subcaontractor that the Customer reasonably
considers should be removed.

The Supplier must make available to the Customer
the details of all Subcontractors engaged to
provide the Goods and/or Services under the
Cantract. The Supplier acknowledges that the
Customer may be required to publicly disclose
such information.

The Supplier must ensure that any subcantract
entered inta by the Supplier, for the purpose of
fulfilling the Supplier's obligations under the
Contract, imposes on the Subcontractor the same
abligations that the Supplier has uncler the
Contract {(including this requirement in relation to
subcontracts).

C.C.11 Delivery and Acceptance

111

11.2

The Supplier must provide the Goods and/or
Services as specified in the Contract and meet any
requirements and standard specified in the
Contract.

The Supplier must promptly notify the Customer if

the Supplier becomes aware that it will be unable
to provide all or part of the Goods and/ar Services

specified in the Cantract and advise the Customer
when it will be able to do so.

11.3 Any Goods must be delivered free from any
security interest. Unless otherwise stated in the
Contract, Goods must be new and unused. Any
Services must be provided to the higher of the
standard that would be expected of an
experienced, professional supplier of similar
services and any standard specified in the
Contract.

11.4 The Custarner may reject the Goads and/or
Services within ten (10) Business Days after
delivery or such longer period specified in the
Contract {“Acceptance Period"), if the Goods
and/ar Services da not comply with the
requirements of the Cantract.

11.5 If during the Acceptance Period circumstances
outside the Customer’s reasonable contral cause a
delay in the Customer’s evaluation of the
compliance of the Goods and/or Services with the
Contract, the Customer may give the Supplier a
Motice before the end of the original Acceptance
Period, setting out the reason for the delay and the
revised Acceptance Period date {which must be
reasonable having regard 1o the circumstances
causing the delay).

11.6 If the Customer daes not notify the Supplier of
rejection within the Acceptance Periad (as
extended if applicable), the Customer will be taken
to have accepted the Goods and/or Services,
though the Custamer may accept the Goods
and/or Services socner. Title to Goods transfers to
the Customer only on acceptance.

11.7 If the Customer rejects the Goods and/or Services,
the Customer must issue a Notice clearly stating
the reason for rejection and the remedy the
Customer requires. No payment will be due for
rejected Goaods and/or Services until their
acceptance.

C.C.12 Licences Approvals and Warranties

12.1 At no cost to the Customer, the Supplier must
obtain and maintain all Intellectual Property
Rights, licences or other approvals required for the
lawful provision of the Goods and/or Services and
arrange any necessary customs entry for any
Goods.

12.2 The Supplier must provide the Customer with all
relevant third party warranties in respect of Goods.
If the Supplier is a manufacturer, the Supplier
must provide the Customer with all standard
manufacturer’'s warranties in respect of the Goods
it has manufactured and supplied.

12.3 Tothe extent permitted by laws and for the benefit
of the Custamer, the Supplier consents, and must
usc its best endeavours to ensure that cach
authar of Material consents in writing, to the use
by the Custormer of the Material, even if the use
may otherwise be an infringement of their
Intellectual Property Rights and,/or Moral Rights.

C.C.13 Specified Personnel

13.1 The Supplier must ensure that the Specified
Personnel set out in the Contract (if any) perfarm

Date Published: b September 2022
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Commonwealth Contract Terms

13.2

13.3

the part of the Services specified in that item. The
Supplier must ensure that Specified Personnel {if
any) are not replaced without the prior written
consent of the Customer. The Customer’'s written
consent will not be unreasanably withheld.

At the Customer’s reascnable request, the
Supplier, at no additional cost to the Customer,
must as soon as reasonably practicable replace
any Specified Personnel that the Customer
rcasonably considers:

a) is not performing the Supplier's obligations
under the Cantract to the standard or within
the timeframe reasonably required by the
Customer

b) s not afit and proper person, ar

c) is notsuitably qualified to perform the
Services.

Any Specified Personnel must be replaced with
personnel that are acceptable to the Customer.

C.C.14 Liabllity of the Suppller
14.1 The Supplier will indemnify the Customer for any

damage claim, cost or loss resulting from any

15.4

155

15.6

accordance with the Notice and comply with any
reasonable directions given by the Customer.

In either case, the Supplier must mitigate all loss
and expenses in connection with the termination
or recluction in scope {including the costs of its
compliance with any directions). The Customer will
pay the Supplier for Goods and/or Services
accepted in accordance with C.C.11 [Delivery and
Acceptance] and the Contract before the effective
date of terminaticn or reduction.

If the Customer issues a Notice under this clause,
the Customer will alzsa pay the Supplier for any
reasonable costs the Supplier incurs that are
directly attributable to the termination or
reduction, provided the Supplier substantiates
these costs to the satisfaction of the Custamer.

Under no circumstances will the total of all
payments to the Supplier exceed the Contract
Price. The Supplier will nat be entitled to lass of
anticipated profit for any part of the Contract not
performed.

C.C.16 Termination for Cause

negligent or wilful breach of its abligations ar 16.1 The Qustomer‘ may issue a Notice to |mmed|atclel.y
. . terminate or reduce the scope of the Contract if:
representations under the Cantract by the Supplier i )
or its officers, employees, agents or a) the Suppller_ does not de_llver‘the Goods
Subcaontractors. and/o‘;‘Scr\:ocg as spcmﬁ'::d |r;1th§ COT‘traCt',u
- R ‘ ) or notifies the Customer that the Supplier wi
14.2 The Supplier's obligation to indemnify the be unable to deliver the Goods and/?)?
Customer will reduce proportionally to the extent o - e -
- ) Services as specified in the Contract
that the Customer has contributed to the claim, ervices as gpﬂ?' ‘ed nfhe Lonira
cost or loss. b) ;he (?ustqmer r’EJZCtS the G;chjg i;_l’ld/grl.
14.3 Where the Supplier is a member of a scheme ervices in accordance with C.C.11 [Delivery
operating under Schedule 4 of the Civil Law and !!\cceptance] and th_e Goods af‘“/‘”
. Services are not remedied as required by the
(Wrongs) Act 2002 {ACT), or any corresponding . e
X S Notice of rejection
Commaonwealth, State, Territory or legislation that ) .
limits civil liability arising from the performance of ¢} the Supplier breaches a material term of the
their professional services, and where that scheme Contract and the breach is not capable of
applies to the Goods and/or Services delivered remedy
under the Cantract, the Supplier’s liability under d) the Supplier does not remediate a material
this clause shall not exceed the maximum amaunt breach of the Contract which is capable of
specified by that scheme or legislation. remecdliation within the period specified by the
14.4 The Supplier will maintain adequate insurances for Custo!'ner in a Notice of default issued to the
the Contract and provide the Customer with proof Supplier, or
when reasonably requested. e) subject to the Customer complying with any
— . . requirements in the Corporations Act 2001
C.C.15 Tern'lllll'latlon or Reducﬂgn for (?‘onvemence (Cth), the Supplier:
15.1 In addition to any other rights either Party has i is unable ta pay all its debts when they
under the Contract,
o ) become due
a) the Customer acting in good faith, may at any i if incorporated - has a liquidator
time, ar ’ ] . !
) o ) ) receiver, administrator or other
b) the Supplier, acting in good faith, may notify controller appointed or an equivalent
that it wishes to, appointment is made under legislation
terminate the Contract or reduce the scope ar other than the Corporations Act 2001
guantity of the Goods and/ar Services by praviding {Cth), or
a Notice to the other Party. ii.  ifanindividual - becomes bankrupt or
15.2 If the Supplier issues a Notice under this clause, enters into an arrangement under Part
the Supplier must comply with any reasonable {X or Part X of the Bankruptcy Act 1966
directions given by the Customer. The Contract will {Cth).
terminate, or the scope will be reduced in 16.2 Termination of the Contract under this clause does
accordance with the Notice, when the Supplier has not change the Customer’s obligation to pay any
complied with all of those directions. Correctly Rendered Invoice.
158.3 If the Customer issues a Notice under this clause,
the Supplier must stop or reduce work in
Date Published: 5 September 2022 Version: 7.0 Page 3 of §



Commonwealth Contract Terms

C.C.17 Supplier Payments

17.1 If the Supplier is required to submit an invoice to
trigger payment, the invoice must be a Correctly
Rendered Invoice.

17.2 The Supplier must promptly provide to the
Customer such supporting documentation and
ather evidence reasonably required by the
Customer to substantiate performance of the
Contract by the Supplier.

17.3 Payment of any invoice is payment an account
anly, and does not substantiate performance of
the Contract.

17.4 If the Supplier owes any amount to the Customer
in connection with the Contract, the Customer may
offset that amount, or part of it, against its
abligation to pay any Correctly Rendered Invoice.

C.C.18 Dispute Resolution

18.1 For any dispute arising under the Contract both the
Supplier and the Customer agree to comply with
{a) ta {e) of this clause seqguentially:

a) both Contract Managers will try to settle the
dispute by direct negotiation

b) if unresolved within five {5) Business Days,
the Contract Manager claiming that there is a
dispute will give the other Contract Manager a
MNotice setting out details of the dispute and
proposing a solution. The date the dispute
Notice is issued will be the date of the Notice
{“Notice Date™)

¢} if the proposed solution is not accepted by
the other Contract Manager within five {5)
Business Days of the Notice Date, each
Contract Manager will nominate a more
seniar representative, who has not had priar
direct involverment in the dispute. These
representatives will try to settle the dispute by
direct negaotiation

d) failing scttlement within twenty (20) Business
Days of the Notice Date, the Customer will,
without delay, refer the dispute to an
appropriately qualified mediator selected by
the Customer or, at the Customer’s
discretion, to the chairperson of an
accredited mediation organisation to appoint
a mediator, for mediation to commence
within thirty {30} Business Days of the Notice
Date ar such ather period as agreed by the
Parties, and

e) If the dispute is not resclved within sixty (60)
Business Days of the Notice Date, either the
Supplier or the Customer may commence
legal proceedings or, by agreement, continue
the mediation process for a period agreed by
the Parties.

18.2 Representatives for the Supplier and the Customer
must attend the mediation. The nominated
representatives must have the authority to bind
the relevant Party and act in good faith to
genuinely attempt to resolve the dispute.

18.3 The Supplier and the Customer will each bear their
awn costs for dispute resolution. The Customer will
bear the costs of a mediator.

18.4 Despite the existence of a dispute, the Supplier will
continue their performance under the Contract
unless requested in writing by the Customer not to
do so.

18.5 This procedure for cispute resolution does not
apply to action relating to C.C.16 [Termination far
Cause] ar to legal proceedings for urgent
interlocutory relief.

C.C.19 Transition In

19.1 The Supplier must perform all tasks reasonably
required to facilitate the smooth transition of the
provision of the Goods and/or Services from any
outgoing supplier to the Supplier.

C.C.20 Transition Out

20.1 If the Contract expires or is terminated under
C.C.186 [Termination for Cause] the Supplier must
comply with any reasonable directions given by the
Customer in order to facilitate the smaath
transition of the provision of the Goods and/or
Services to the Customer or ta anather supplier
naminated by the Customer.

C.C.21 Compliance with Law and Policy

21.1 The Supplier must comply with, and ensure its
officers, employees, agents and Subcontractors
comply with all laws applicable to the performance
of this Contract and warrants that it will not cause
the Customer to breach any laws.

21.2 The Supplier must comply with, and ensure its
officers, employees, agents and Subcontractors
comply with any Commonwealth policies relevant
to the Goods and/or Services.

21.3 The Supplier agrees to provide such reports and
other infarmation regarding compliance with
applicable law and Commanwealth policy as
reasonably requested by the Customer ar as
otherwise required by applicable law or policy.

21.4 If the Supplier becomes aware of any actual or
suspected breach of the requirements set out in
21.A 10 21.J below, or any other applicable law or
Commonwealth policy, it must:

a) immediately report it to the Customer and
provide a written report on the matter within
three {3) Business Days unless otherwise set
out in these Terms, and

b} camply with any reasonable directions by the
Customer in relation to any investigation or
further reporting of the actual or suspected
breach.

21.A  Access to Supplier's Premises and Records

Al The Supplier must maintain and ensure its
Subcaontractors maintain proper business and
accounting records relating to the supply of the
Goods and/or Services and performance of the
Contract.

A.2  The Supplier agrees to provide to the Custamer, or
its nominee, access to the Supplier's or its
Subcontractor's premises, personnel, computer
systems, documents and other records, and all
assistance reasonably requested, for any purpase
associated with the Contract or any review of the
Supplier's ar the Customer's performance under

Date Published: b September 2022
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the Contract, including in connection with a D.2  When providing personal information of a natural
request made under the Freedom of Information person under this clause, the Supplier warrants it
Act 1982 (Cth) or an audit or review by the will have obtained the consent of or provided
Australian National Audit Office. reasonable notification to the person in
A3 Unless the access is required for an urgent accordance with the Privacy Act 1988 (Cth).
purpose, the Customer will provide reasonable D.3  Nothing in these clauses limits or derogates from
prior natice to the Supplier. the Supplier's obligations under the Privacy Act
A4 Ifrequested by the Supplier, the Customer will 19883 {Cth).
rcimk;ursc t|'1cI Suppl?c':‘shsu(l::)stantiatcd reasonable 21.E  Confidential Information
cost for complying with the Customer’s request, ’ )
unless the access is required for the purpose af a el T}:: SLtJI_}?pIIFirha%reets notto dlsglos?cjo ::n); person,
criminal investigation into the Supplier, its officers, ptner than the Lustomer, any Lonfidentia
, B Information relating to the Contract or the Goods
employees, agents or Subcontractors. . - : .
i . and/or Services, without prior written approval
A5 Ihe Sfupplfler m:S; not transferr_l,lor penl"lmtt:? from the Customer.
ransfer of, custody or ownership, or allow the ; N ) ) .
destruction, of any Commonwealth record (as E.2 This obligation WI|I| not be l.:)rce:lchcd \»Ivhcrc. .
defined in the Archives Act 1983 (Cth)) without the a) the relevant information is publicly available
prior written consent of the Customer. All {other than through breach of a confidentiality
Commaonwealth recards, including any held by or non-disclosure obligation), or
Subcontractors, must be returned to the Customer b} the Supplier is required by law, an order of
at the conclusion of the Contract. the court or a stock exchange to disclose the
Py relevant infarmation, but any such request
218 ) _Aﬂ 1988 (Cth) Requ"emgnts must be reported by Notice to the Customer
B.1 I providing the Goods and/or Services, the without delay and the text of the disclosure
Supplier agrees to comply, and to ensure that its provided in writing to the Custorner as soon
ofﬁcelrs, erﬂplﬁye;f:s, age:m igggsigg))ntrzmom as practicable.
comply with the Privacy Act and not to e . .
do anything, which if done by the Customer would E.3 The Customer.may gt any time require the Supplier
; s . - _ X . ta arrange far its officers, employees, agents ar
breach an Australian Privacy Principle as defined in ) . .
Subcaontractors to give a written undertaking
that Act. ) . s
relating to nonclisclosure of the Custormer's
21.C Notifiable Data Breaches Confidential Information in a form acceptable to
C.L  If the Supplier suspects that there may have the Customer.
been an Eligible Data Breach in relation to any E.4  The Customer will keep any infarmation in
Personal Information held by the Supplier as a connection with the Contract confidential to the
result of the Contract, the Supplier must: extent it has agreed in writing to keep such
a) immediately repart it to the Customer and specified information confidential.
provide a written report within three {3) E.5 The Customer will not be in breach of any
Business Days, and confidentiality agreement if the Customer
b) carry outan assessment in accordance with discloses the information for the purposes of
the requirements of the Privacy Act 1938 managing the Contract or if it is required to
{Cth). disclose the information by law, & Minister or a
C.2  Where the Supplier is aware that there has been :g;ffn?;tﬁﬁr‘; r:rltrtse OrIi Ezrhirzgé'sm for
an Eligible Data Breach in relation to the po purp )
Contract, the Supplier must: 21F  Security and Safety
a) take all reasonable action to mitigate the risk F.1  When accessing any Commonwealth place, area or
of the Eligible Data Breach causing serious facility, the Supplier must comply with any security
harm to any individual to whom the Personal and safety requirements notified to the Supplier by
Information relates the Customer or of which the Supplier is, or should
b) take all other action necessary to comply with rcasclmablg,.f be aware. The Supplier must ensure
the requirements of the Privacy Act 1988 that its officers, employces, agentsand
{Cth), and Subcontractors are aware of, and comply with,
c) take any other action as reasonably directed 5“9“ security and safety requwements.. )
by the Customer. F.2  If directed by the Customer, the Supplier and its
. officers, employees, agents and Subcontractors
21D  Personal Information are reqguired to undertake a security briefing prior
D.1  The Supplier agrees to provide the Customer, or its to being able to work inside a Commonwealth
nominee, relevant infarmation {including personal office, area or facility.
information) relating to the Supplier, its officers, F.3  The Supplier must ensure that all informatian,
employees, agents or Subcontractors, for the material and property provided by the Customer for
purposes of preventing, detecting, investigating or the purposes of the Contract is protected at all
dealing with a fraud or security incident relating to times from unauthorised access, use by a third
a Contract. party, misuse, damage and destruction and is
returned as directed by the Customer.
Date Published: 5 September 2022 Version: 7.0 Page b5 of
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The Supplier acknowiedges that unauthorised
disclosire of soelnity-ciassificd informition s an
offence. Legislation (in¢luding the Criminal Code:
Act 1995 (i) contalng provisions miating o thie
protection of certain information and sets out the
‘penaltics for the unouthoriscd disclosure of that
information.

Criminal Coda )
The Suppiicr acknowiedges that tha gvng of false
or misieading information o the Commonwealth is
a serious nffence under section 137.1 af tha
sehedule to the Criminal Code Act 1995 (Cih),
The Supplier must ensure thal its officers,
‘employees, agents and Subcontractors engaged in
connection with the Contract are eware of the
information contalined in this dause.

Fraud
Tho Supplicr must ke ull ressonabio stops o
prevent and detoet Fraud in rélation (o tho
perarmance of this Contract, The Supplier
atknowledges the acoumenca of Fraud will
constitute & bresch of this Contract,
It an investigation finds that the Supplier or its
officers, employees, agents or Subconimctomns
have committed Fraud. or the Supplier haz falled
1o Taki reasonable steps to present Fraod, the -
‘Supplier mist relmbures urmn‘punm the
Customer i full,

Taxation
The SUppliar Sgrees 1o cormpdy, and 1o fedguine s
‘sUbcontractors to comply. with sl applicable laws
relating to taxation.

Public Interest Disclosure
The Supplier must famillaniss hzelf with the Publlic
Interest Disciosure Act 2013 (Cth)and
achiowlcdges that publle officlats, Including
saryvioe providars and thelr Subeantractars under a
Commonwealth contract, who suspect wrongdoing
within the: Commorweisith puble sectar mayﬁﬁﬂ:
their coneems undar the Fubis interest Disohosune
fct 2013 (Cth),

Informution for disclosers s available ap
resnons bl s mask ni-s-dischosunm,

Hmﬂnmmnnlhmrl Tormea
are hpondee under the Crantien Coimmmng
Atrbutior-SonComperasb-Molnnmtes 4.0
Inierretional Lisensn (G BY NE KD 4.0 INT),
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Commonwealth Contracting Suite Glossary and Interpretation

Glossary
in the Commienwealth Contracting Suifte (CCS

“Additional Contract Terms™ means T ferms and candliions setoul in this section of the Afipraach o Market, RFG o
the Goniract 75 ralewant with the hmdhqg ‘Artalitional Contract Terms'.

~AddHionai DoS0 Terms" means the terms and conditions et out @ the section of 1he DoSO withthe neading *Aaditona)
DaS0 Tarms'.

“Approach to Market™ or “ATM" maans the natice inviiing Potential Supgliets to paicipate in the falevant progurement,

~Black Economy Policy” means the Black ecanomy - Inerasing tha Integrity of overnment procirsment: Procuvement
conmected policy guidelires March 2019 aveilable e hitus./Mtreasurvgondau/ publication /p20 194365468,

“Business Days™ means a day that s not a Saturday. a Sunday or a publie hnalidﬂ;r ar bank hallday in the place
concemed, as defined by the Copoaratians Act 2001 (Cth), and also-exciudes the period between Chrstmas Day and
Mew Year's Day,

“Closing Time" means the ciasing time and date 25 specified in the Approach to Market,

“Commonwealth Contracting Sutte™ or “CCS™ means the sulte of proprietasy documents developed for Commnnwesith
procurements

“Commienwealth Procurement Rules” means Thie epialative instrument issued by fhe Finance Minister ander section
1058 of the Pubile Governance, Perfarmante and Accountablline Acr 2013 (PGPA Act), which eatabliahies The framewark
undar which entitles govern and undertaka thielr DWn Drocunement.

“Confidential Information” means any Fni'nrmﬂtim: thar any Party does not wish 1o be shared. outside those Involved In
the Contract or Standing Uffer Arrangement, It can inolude anything that has been aoquired, developed or made
avallable to any of the Parties in the course of tha relatlonship between the Parties. it includes. bt ls not limimed 15,
Infarmation:

a) mpecifically Identified as confidential in this Contract ar DoS0

bl where disclosure wolld cause unressonable detriment to the owner of The infarmation.or Bnother party, oF

g} 'where thenformation was provided under an undarstanding thit it vould remalr confidential.

“Conflicts of Interest” means any fed) of Apparent Alluation whisre 10 personal interests of the Supplier, it officers,
employees, agents or Subcontractors could Improperty Influence the Supplier's performance of the Contract or DoS0as
releiant,

“Contract” means the documents (siecified in the Commonwealth Contract Terms or the Commonwealth Purchase
Order Terms as relevant] as executed or amended fram-time ta time by agreemant in writing between the Supplier and

the Customer,

“Gontract Datafls Schedule™ means the section in @ Contract issutd under the DoS0 with the hoading ‘Contract Datails
Scheduk'.

“Contract Manager” means the "Cantract Manager’ for the Custamer or Supplier represenative {as retevant) specified in
the Contract.

“Contract Price” means the maxmum oontract frice spocified fn the Contract, [nolding any GST aomponant payable,
but does not inglude any simpla interest payable on late payments.

“Correctly Rendered Involce™ means an involce that:

a) s carmeotly addressed and ineludes any purchase arder number or ather Custamer roferance advized by the
Customer’s Contract Manager and the name and specified contact detalis of the Customer's Contract Manager

b} relates only o tho Goods and/or Servicos that have boon accopted by the Customor | accardance with the
Gontract of a payment or milestons schedule (dentified in the Contrat

¢ iscomectly calculated and charged In accordance with the Contract

d) 'Isforan amount which, together with previously Correctly Rendered Invojoes. does not exceed the Contract
Pricg, dnd

e s avalld tax imvoloo ineccordance with The GST AcT.

"Customer” means the party specified In the Contract as the Customer,

~Dead of Standing Offer” or “DOS0" mean the documents Spacified in The Commanwealth DESO Tarms) 46 excuted of
amended by-agreement In wiiting between the Lead Customerand the Suppiler

“Delivery and Acceptance™ means the process by which Gaods and/or Services are delivered to the Customer and
accepted by the Customer a8 meeting the terms specified [n the Cantract.

Date FUBNERaGt & Sepuamber 2023 Version 4.0 Pegalord



Commonwealth Contracting Suite Glossary and Interpretation

“DoS0 Manager” means the *DoS0 Manager’ for the Lead Customer ar Supplier represantative {as rétevam) spacified in
Tthe Dos0.

“Electronic involaing” or “elnvoicing” means the automated exchange of invaices dirently between the Customer and
Suppliers aotware or (inanckal systems via the Peppal netwrk, #s (ong as both Partles aro Feppol elnvalning enatilod

“Eligible Data Breach™ mieans an 'Eligiblc Data Broach' as definod In the Privacy Act 1588 {Cth).
“End Date™ means the date specified in e Cantract or DoS0 (as relevant) on which the agreement ceases:

“Fraud”™ means dishonestly attaining a benefit fiom the Commonwealth or caq.-mngn boss ta the Cammanwealth by
deception or other means and includes alleged, sttempted, suspected or detected fraud.

*General Interest Charge Rate™ means the general Interest charge rate determingd under secfion BAAD of the Taation
Administration Acr 553 (Gin) on The day payment i5 due, eapressed 85 8 decimal mta per day,

“Goods and/or Services” meany.
A the Goods and/or Services and any Matarisl, and
by @il such Incidental Goods and/or Services that are reasonably required ta achieve the Reaulrement of the
‘Customer,
‘p apeetiod inthe Confiaet and, where rolevan, ellered Gnder s Standing, Dfer Arrangemceal,

“GST" means a Commonwealth goods and services tax imposed oy the GST Act,
GSTACY Mmeans A New Tax System (Goods and Services Tax) Act 1999 (Cm),

“Indigenous Procurement Policy” mmme mumnentmnemd pulk:y asdamibeﬂ &t e Nnﬂnml Inr.limemua.
Ausirallans Agency website hiths: I E 13l

“Intellectusl Property Righta® means all intelleciual property nghts which may subsest in Australla or elsewhere, whether
of not they ans eurrant or future or taﬁmm or eapable of being reglstered, Including without limivation in refation to,
copyright, designs, trade marka (Including unregistensd marks). bisiness and coimpany names, domain names,
databases, ciroutt layouts, patents, Inventions, dissoveries, know-how, trade secrets and confidential Information, but
mmhﬁ Maral Righta,

“Lead Custamer” means the pamy apecified intha DoS0 a2 the Lead Customer.

“Materal’ means any matenal used or broughl inta sastence as a par of, o for the purpose of producing the Goods:
mnelfoe Sepvlies, and inclsdes but s not limied 1 documents: egulpimant, Infonmation of data stomed by any means.

“Morel Rights™ meons the: dgits in Part IXof the Copyright Act 1988 {Cih), Including Yhe dght of attribution, the g
Aagainat false attribition and the Mght of intagrity.

“Notioe" means sn officsl notics ar commurcation uirder the Contract or DOS0-{aa rehavast) in wiitimd, from onu
Goniract or DoS0 Manager to the oiher Contract or DoSO Manager (as tho case may be), atthe postal address, or emall
adress, or facaimile nuimber set out In the Contract or DoS0 or as notitied By the relevant Party.

'Fw,ni s - Pan-Europesn Public Procuramont OnsLing framewor b as dosoribed it tho Ausirdiian Tasation Offlco
wabsite iitos/ SMofiwaredevelopes atosovau/einvaleing,

“Party” or “Parties” means (83 relevant) the Customer and Supplier specified in this Contract or the Lead Customer and
Supplier specified In the DeS0.

“Parsonal Information” mians information relating ta a natunal person as defined in the Privacy Act 1988 (Cthj,

“Potential Customer” means an Austratian Govermment entity that is identified within thi DoS0 as being able to use the
Standing Offer Airangoment.

“Potantial Supalier” means any entity whe B ellgitile to respond Wan ATHW,

“Pricing Schedule” rmeans a schedule of musinum pricing rates that s Supplier san offur in un RFQ for Goods and/or
Servioes a8 sl i in the DaS0._

“Pubfic intenest Cartificate” neans a cenificans ikeed under section 22 of the Governmenr Procurement Hudicial
‘Raview) Act 2018 (Gth)

“Referancad Material” means any materials referenced In the ATM, Including but rot limited ta. reparts. plans. drawings
‘of samplos,

“Request for Quote” or “RFQ" means any notice inviting quotations o provide spedtic Goods antl/or Services under the
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Commanwealth Contracting Suite Glossary and Interpretation

“Requirad Capablilties” means:
aj Inthe DaS0 ATM, the description of the Lead Customar's required Gooas and/or Senices. These may be
categansed into several descriptions of Required Capabiiities.
by Inthe DaSO, the deseription of the Goods and/6r Serviees that a Subplicr s apnrovid 16 offr,

“Requirement” means the description of the Goods ant/or Serices (.
a) furthapmpumsnfme Commonwealth. ATM Temms, the sectlon of the ipmuﬂl:h to Market with the fieading The
Requiromant’
b) for the pumposes of 1he Commonweatth Conract Terms, The section of The Contracr with the heading The
Requlrement’, of
of for the purposes of the Commonwealth Purshase Order Terms, the Customer's purchase order or similar
ordering document sotting ou the Goods and/for Servicos.

“Response” means nformatian provided by a Patantial Supglier or Supplier demanstrating thelr capacity and eapability
1o

a) provide the Reguitemant under the ATM or Réiguest for Quote, of

b) miet s Requited Capability under The DaS0 ATM,

w in relation to the Black Economy Poliey only, means the Statement of Tax Record meets the conditions sct
out In Pam 6.b of the Btack Econamy Policy ar, HmummmlnMﬁummmmﬂuwMWapﬁ the
eonditions set ot m Part 8 of the Black Econormy Policy,

*Specified Personnel” moans persorma| spocificd in the Contract, or who are soooptod by the Customor in sooordance
with clatise C.0.13 [Specified Persannsl],

“Standing Offér Arrangemant” moans tho DeS0 arrangoment. sy Contrisct that is executed under the DeS0 and any
othiey doctiment that applics 1o it

“Standing Offer Details” mituns the scetion of the DaSO with the heading ‘Standing Offor Detalls”,
“Stetement of Requirement” means the section of the Approach 1o Market with the beading ‘Statement of Requiremant’,

“Statement of Tax Record” mpans a statemont of fax record ssuod b}l'lhﬂ Auutr.:lmn Ta%nmmmm{ an
application made v accordante with the process setout at hitps q
record/ toage=3#Requesting an SIR.

“Statement of Wark” means the section gr schedule of the Contract (as the case may be) with the heading “Staement
of Work®,

“Subcontractor” moans an Tty contractcd b:.rthc Supplior to supphysome or ali of the Goods and, o Scrvices Toguired
undeyr, The: Contract,

“Supplier” moans & party spocificd in the Contriet or tha DoS0 &s the Supplior.

“Vand” in retation 1o the Black Economy Polley anly, means the Statement of Tax Record s vand m sccardance with Part
7.c.of the Black Economy Palicy.
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Commonwealth Contracting Suite Glossary and Interpretation

Interpretation

In the Commaonwealth Contracting Suite, unless stated otherwise:

a) ifany word or phrase is given a defined meaning, any other part of speech or other grammatical form of that
word ar phrase has a corresponding meaning
b) words in the singular include the plural and words in the plural include the singular
¢) the words ‘including’, ‘such as’, ‘particularly’ and similar expressions are not used as and are not intended to be
interpreted as words of limitation
d) a reference to dollars is a reference to Australian dollars
e) a reference to any legislation or legislative provision includes any statutory modification, substitution or re-
enactment of that legislation or legislative provision
f} clause headings are for reference only and have no effect in limiting or extending the language of the terms to
which they refer, and
g) the following clause references used in Commonwealth Contracting Suite documents refer to that section or
part of the relevant CCS document listed in the table below:
Clause Reference Section / Part CCS Document
AAK Statement of Requirement CCS Approach to Market (ATM)
AB.[x] Commonwealth Approach to Market (ATM) Terms
AC.[x] Additional Conlract Terms
C.A.[X] Statement of Work Commonwealth Contract
C.B.[x] Additional Contract Terms
C.C.[x] Commonwealth Contract Terms NOTE: Where relevant, this also forms part of a Contract
formed under & DoSO.
P.C.[x] Commonwealth Purchase Order Terms Commonwealth Purchase Order Terms
D.A[x] CCS DoSO ATM CCS Deed of Standing Offer (DoS0O)
D.B.[x Commonwealth DoS0O ATM Terms
D.C.[x DoS0O ATM Response Form
D.D.[x] CCS DoS0
D.D.3(x) Additional DoS0 Terms
D.E.[x] Commonwealth DoSO Terms
R.A[X] Schedule 1 - Statement of Work CCS Do30 RFQ and Contract
R.B.[x] Schedule 2 - Additional Contract Terms
R.C.[x] Schedule 3 - Supplier's Response Form
R.D.Jx] Contract Delails Schedule
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Commonwealth Contract — Services

Contract Signing Page

The Parties agree that by signing this Commonwealth Contract — Services, they enter into a Contract
comprising:

a) Additional Contract Terms (if any)

b) Statement of Work

¢) Commonwealth Contract Terms

d) Commonwealth Contracting Suite Glossary and Interpretation
e) Contract Annex 1 — Supplementary Information (if any).

EXECUTED as an Agreement

Signed for and on behalf of the Commonwealth of Australia as represented by Department of the Prime
Minister and Cabinet

ABN 18 108 001 191 by its duly authorised delegate in the presence of

Signature of witness__ Signature of delegate
s 22(1)(a)(ii) s 22(1)(a)(i)

Name of witness (print) Name of delegate (print)
s 22(1)(a)(ii) s 22(1)(a)(ii)
Position of delegate (print)

Senior Adviser

Date:

21 November 2022

Executed by Hill, Elizabeth ABN 70 038 326 498 in the presence of:

Sig n_ature of witn:ass Signature of supplier
s 22(1)(a)(ii) s 22(1)(a)(ii)
Name of withess (print) . Name of supplier (print)
s 22(1)(a)(i) Bz AE Wk
Date:

\‘“—P]\\ \"LC)L'L

Reference ID: CDQ11435 Page 20 of 20



TAX INVOICE

:E:I:cz’aml;eth Hill
ABN: s 22(1)(a)(ii)
s 22(1)(a)(ii)

Bill To:

s 22(1)(a)(ii)

Department of the Prime Minister and Cabinet
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Introduction

This report focuses on parents’ experiences using Australia’s paid parental leave (PPL) scheme and their aspirations for the
future of the national scheme, with an emphasis on the role of fathers. It provides research evidence to inform the Women’s
Economic Equality Taskforce about the government’s proposed changes to the paid parental leave scheme in 2023-2026.

This is the companion research report to our earlier report Next Steps for Paid Parental Leave in Australia (Baird & Hill, 2022).

This research was commissioned in response to proposed changes to the scheme:

- From 1 July 2023, 20 weeks in total per couple will be available, with 2 weeks reserved each for the mother and
father/partner, and 20 weeks in total for a single parent.
- From 2024, 2 additional weeks per year, up to 2026 when 26 weeks in total will be available.

Recent research evidence shows that young Australian women’s and men’s expectations about patterns of work and care
are converging. Young women expect to work in much the same way as men - for the duration of their adult life - while
young fathers expect and aspire to participate in the care of theiryoung children.* However, many report that current work-
care policy architecture does not support equal work and care between young couples,? and that men who seek flexible
work or paid leave to care are starting to face workplace penalties much like those experienced by women.?

The redesign of Australia’s paid parental leave goes part way to addressing these changing social and gender norms to
make our workplaces and leave policies fit for purpose and provide a platform for enhanced economic productivity and a
sustainable workforce. There is, however, a clear understanding that a 26-week scheme is unable to adequately meet the
needs and expectations of parents. Nor does it provide adequate time to achieve the five objectives of the Paid Parental
Leave Act 2010:

- allow carers to take time off work to care for the child in the 2 years following the child’s birth or adoption
- enhance the health and development of birth mothers and children

- encourage women to continue to participate in the workforce

- promote equality between men and women, and the balance between work and family life

- provide carers with greater flexibility to balance work and family life.

Furthermore, even with the extension of the national system to 26 weeks by 2026, Australia will remain well below the
average period of paid leave available to parents in other OECD economies. See the Next Steps report and Appendices 2
and 3.

! Hill, E., Baird, M., Vromen, A., Cooper, R., Meers, Z. & Probyn, E. (2019). Young women and men: Imagined futures of work and family formation in
Australia. Journal of Sociology, 55(4), 778-798.

2 Hill, E., Cooper, R., Vromen, A., Foley, M. & Seetahul, S. (2023). Gender dynamics in the post-pandemic future of work. High level data release for
International Women’s Day 2023. Research Note 1, Australian Women’s Working Futures Project. The University of Sydney.

33 Ruppanner, L., Churchill, B., Bissell, D., Ghin, P., Hydelund, C., Ainsworth, S., Blackhman, A., Borland, J., Cheong, M., Evans, M., Frermann, L., King, T. &
Vetere, F. (2023). 2023 State of the Future of Work. Work Futures Hallmark Research Initiative, The University of Melbourne.



Aims of the research with parents

We conducted research with parents to:

- inform the next tranche of paid parental leave legislative changes

- understand how Australian families make decisions about parental leave, in particular, use of the national paid
parental leave scheme

- understand fathers’ views on using paid parental leave in the past (i.e the Dad and partner pay scheme) and the future

- understand what families want from a paid parental leave scheme and why

- test family views on how the 1 July 2023 changes in the design of paid parental leave and how the additional 6 weeks
of paid parental leave to be rolled out by July 2026 would be best allocated, especially the amount of reserved leave
for fathers.

This report provides information on what Australian parents (fathers, mothers, same sex and single parents) say about the
current paid parental leave scheme and what they would like in a future scheme. It reports on their lived experiences and
understandings of paid parental leave. The research informs our recommendations which provide a guide to the ongoing
development of a paid parental leave system that meets the needs of Australian parents and supports greater gender
equality in work and care.

As noted in our first report, Next Steps, there is little recent systematic data on the decisions made by parentsin the use of
paid parental leave in Australia to guide policy design. This report provides evidence from a small study of 10 Australian
families with young children. It is the first research project to ask parents about their recent experience using the national
paid parental leave system and to ask about the future design. The study puts fathers (where present) at the centre of the
data collection and analysis to inform the design of the additional 6 weeks of paid parental leave to be rolled out by 2026. A
full description of the method is provided in Appendix 1.

Further research is required to evaluate the Australian experience of paid parental leave use, how households combine the
national scheme with employer schemes, interactions between the two schemes, and household preferences for shared
care of babies and very young children. In particular, research on the use of reserved non-transferable leave by fathers is
needed, and whether or not it is taken concurrently with the mother or solely by the father. As noted in our Next Steps
report, the international evidence shows that it is fathers’ solo use of parental leave that drives change in father care
behaviours and delivers greater gender equality between parentsin the care for young children and paid work.

Employers’ views are not included in this report but research with employers on their response to the policy redesign and
issues this may pose to business and employee relations is critical for paid parental leave to support the future of work. A
large-scale survey addressing these issues supplemented with qualitative research would be ideal.



Results of the research with parents

Our key findings are summarized below . Quotes are included from the parents using pseudonyms from Table 2 in
Appendix 1.

1. Thereis poor general knowledge of the current scheme and the changes

There was a relatively low level of knowledge about the 1 July 2023 changes to paid parental leave or the subsequent
roll out of an additional 6 week by 2026. However, general knowledge of the current scheme was good, although
patchy on some aspects. Couples share and socialise information and their experiences with the paid parental system
with their family and friendship groups. This is particularly important for new parents who are navigating the parental
leave system for the first time. Parents who expected to have more children were strategic in their use of the paid parental
leave scheme and aware of the work test requirements, strategising to make sure they complied with the rules and were
eligible for a future round of paid parental leave.

There was some confusion about details of the scheme and application process, which some parents found
overwhelming. A few parents said the paid parental leave facts sheets provided by Centrelink and the government were not
always clear and did not provide straightforward answers. Family and friends provided valuable help on how to access the
system.

I remember when | was doing the whole application and applying for it before [my son] was born. I remember it was just
so much information and questions... So that’s when obviously | had to reach out to family members that had done it
before. (Isabella, middle income, CALD)

I remember asking my friend, then | had no idea about the 2 weeks [Dad and Partner Pay]. Because I’ve never been
around any parents until now... | had no idea there was some sort of 2 weeks from the government. (Andy, middle
income, CALD)

I know with the government leave you have to be working in a position for 12 months before the baby’s born... So, I’'m
mindful of that too. If I do want to use that... and | want to have a baby within the next year or so, 1’d need to get onto
some employment pretty quick. (Emily, high income)

Overall,thereis very strong support and gratitude for the paid parental leave scheme, particularly among first-time
parents who were not aware of the scheme prior to having their first child.

It’s been an amazing experience. | didn’t even know we got money before we had a kid. I’ve felt really blessed by it.
(Lily, low income)

It’s helpful and take[s] that stress off ... Just being able to enjoy your child and not be like, “Oh, we’ve got to worry
about money as well.”” (Lucy, middle income)

It’s really [an] awesome benefit. It’s 18 weeks from the government ... You’ve had a baby, ““here’s some financial help.”
And it does really help ... it pretty much enabled us to ... have that time when the kids were young ... and not even worry
too much about the finance side of things. Because you knew there was always a little bit of something coming in.
(Alexia, middle income)

It’s definitely good. I’m not going to have any more babies, but if | was going to, I’d make sure that | was working for
the year so you can get it because it definitely helps. (Samantha, single mother, low income)



2. Social norms and employer support for fathers’ use of paid parental leave are important
Fathers’ likelihood of using parental leave is linked to prevailing social norms, employer support and workplace culture.
Additionally, all fathers prioritised the health and wellbeing of the mother and baby, and this influenced their thinking
about reserved and concurrent periods of paid parental leave.

(i) Social norms

While parents felt it was becoming more socially acceptable for fathers to stay at home and care for their children, there
were still ‘unspoken’ social and cultural norms that mothers should be doing the bulk of the caring work. Important
practical issues such as the time required for the birth mother to recover and establish breastfeeding, and the need for
economic security where the father’s income was higher than the mother’s were also cited as important drivers around
the use of paid parental leave.

When reflecting on why mothers would take most of the leave, parents felt it was still the cultural norm in Australia that
mothers, not fathers, would want to do the bulk of caregiving for a baby.

To me, | would probably give it all to my missus. Honestly, in my head, I’m thinking mum always needs to be there. It’s
just how | see things. Mum needs to be there. So if I’m getting 2 weeks, | think great. If I’m getting no weeks, I’ll be like,
oh man, | want something. But if you were to give me a choice whether we go halves or not, | wouldn’t be upset to be
like, ““No, you can have it all. It’s okay”’. (Andy, middle income, CALD)

It's still less acceptable [for men to take parental leave]... it’s the unspoken stuff. (Peter, middle income)

To me, it makes more sense having Amelia at home with the babies, (a) breastfeeding, (b) [she’s] a bit more nurturing
than me, and personally, I think she’s got a bit more patience than me in terms of parenting. So | think it’s the personality
type also that played a role. (Kabir, high income, CALD)

(i) Employer attitudes

Parents felt that it was more difficult for fathers to take parental leave than mothers and that father’s ability to do so
hinged on having a ‘good boss’ who was family oriented. Fathers with supportive employers reported that it was easy
to take leave, work flexibly or remotely, and stay home with their family.

My employer supported me being with my family when, on paper, | belonged in Adelaide... | requested that I be allowed
to work remotely from Newcastle, and they said yes. So, | do believe my employer supported me in sort of nurturing, or
to the best possible way, [supporting] my family. (Kabir, high income, CALD)

I think it’s really important to point out that his experience with his role, he had a very good boss who was very family
oriented and supportive and understanding. And | wouldn’t say that’s necessarily the norm. So, | think he just struck
gold with that boss. (Amelia, high income, CALD)

Fathers without supportive employers recalled negative and stressful experiences when taking parental leave, for
example in cases where their partner went into labour earlier than expected and employers questioned their need to take
immediate leave.

When [Alexia] was pregnant with ... our second child, she’d come early. And | remember calling my employer and
said, “Hey, mate. [Alexia’s] waters had broken.” And the straw that broke the camel’s back in that working relationship
was not like, ““Oh, congratulations™ or anything. It was like, ““But she’s early.” | was working for 10 years. And that’s
the response you have. So ever since that, | was out of there. | looked for another job in a similar position. (David,
middle income)



3. The shift to 26 weeks of paid parental leave is welcome, but the preference is for 52 weeks
Parents were enthusiastic about the extension of the current scheme to 26 weeks by 2026. Nevertheless, they felt that 26
weeks paid leave is not long enough for parents to care for young children in the way they preferred. Fathers want
greater opportunity to provide care and support to their partners, and to do care themselves. However, families expect
that even with the extended 26 weeks they will allocate most of the unreserved paid leave time to mothers.

Parents agreed that 52 weeks of paid parental leave would be ideal. A full year of paid parental leave was seen as
optimum and fits with dominant family preferences about when parents feel comfortable to put young children into formal
early childhood education and care. Parents want to be the sole carers of their infants and organise their work to support
this. Parents did not like the idea of children going into early childhood education and care when they are very young
(under 1year old), as this does not allow for hands-on parenting in the early months and years of a child’s life. Most
mothers in the study had patched together various forms of paid parental leave and other forms of paid and unpaid leave
to make up 12 months of leave with their most recent baby. This was easier for mothers with employer provided parental
leave schemes and those in more secure jobs.

I think a year off for everyone would be fantastic, for all kids to not have to go to childcare under a year ... | think to be
able to make it for a whole year would be the dream. (Nora, single mother, middle income)

Avyear would be great. Two, even better. The sky’s the limit if you’re asking what | would [want], but I also know that that
just would never happen. But a year, | think, would be so beneficial to so many families and children. Mums who are
going through the whole process of learning about this new role and who they are and looking after a little person, it’s
full on, so to throw in having to go back to work, and taking a child to childcare, and dropping them of and leaving
them. (Amelia, high income, CALD)

The dream is like 12 months. (Grace, same sex couple, female)

If I had my way I’d be like, “Pay me for a year.” ...and in the scheme of your child’s life, it’s a very important time.
(Emily, high income)

A year will be amazing. ... So if we lived in a fantasy world, yeah, a year would be amazing. (Isabella, middle income,
CALD)

4. Parents were engaged by the new flexible design principles of the 2023 changes, but it

must be ‘genuine’ flexibility
Parents were generally enthusiastic about the new flexible design of paid parental leave that will allow the time to be
used in either weekly blocks, or units of one day. However, they were unsure how it would work, suggesting this needs to
be administered in awaythatsupports ‘genuine’ flexibility. Parents liked the way this new design feature will support
diversity of family type and work situations.

Mothers saw opportunities to use the flexibility options provided in the new scheme when transitioning back to work,
allowing them to stay connected to the workforce.

I think just having the choice is really important. Yeah. I think it just hasn’t been on the table before, so I still think |
would have taken the first year off at least with the first child, but I don’t think in the future I will want to do that. I think
getting a bit of time with the child is really important, but maybe a year is a bit long, so being able to share that would
be great. (Sarah, middle income)



I think in the initial days and weeks, | think you need that full-time off. But maybe towards the end when you’re
transitioning back to work it might be a bit easier to do a 4-day week instead of 5. That has been beneficial. But yeah,
having a baby and being the birthing parent, I think you need a good, solid chunk of time. (Grace, same sex couple)

[The flexibility] would definitely help just so that when one say goes back to work, you are not really stressing about,
“Oh, I need to work that extra day or so, because you don’t have the flexibility. But obviously with that flexibility, if |
could save about 3 days and then use one day as one of the flexible days or things like that, it’ll be great because then
that helps out financially and also allows me to be at home with an extra day there with my son or my future child or
whatever the case is. (Isabella, middle income, CALD)

That is amazing. That’s saying that you could just go to work, say, 4 days and get paid just a little bit less just on one
day [...] I think that’s pretty good. I’m impressed that they’ve made it a lot more flexible and that they’ve obviously
increased the time. So all steps in the right direction. (Amelia, high income, CALD)

Parents appreciated the way the new system challenges the idea that only mothers require time off or flexibility at the
birth of a child and encourages fathers to take on a more equal caring role. Fathers also saw opportunities for increased
care and their ability to access paid parental leave while limiting the impact on household income.

That would work out. Yeah, let’s say if 4 days, | got paid normal wages, whatever my work pays, and then the one day
was government minimum wages, yeah, that would work out. (Kabir, high income, CALD)

I think it [the flexibility] would be helpful, particularly with [Peter’s] work, which can be a bit more seasonal, [...]
particularly as a sole trader, as self-employed. (Sarah, middle income)

Recognition by parents that not all families have the same needs or preferences and that in some cases the birthing parent
would not be the primary carer meant the flexible design was appreciated and would help to support diverse caring
arrangements.

[S]ome birthing parents are gearing to go back to work as soon as they can. It works both ways. Sometimes the primary
caregiver isn’t the person who gave birth, and the birthing parent is ready to go back to work as soon as possible. So, |
guess it just depends on the situation. (Amy, same sex couple)

There is obviously plenty of couples that [...] either don’t or can’t breastfeed, and so then [...] they’re obviously way
more flexible ... [and] the dad [can] do more of the parenting role. But obviously for the parents who [...] or the moms
who breastfeed [...] [they] don’t have that flexibility. But if the scenario allows you to be flexible, then that’s probably
a good thing. (Jack, low income)

Breastfeeding was cited as the main barrier to more flexible use of paid parental leave with some parents not expecting
they would be in a position to exchange full-time care by one parent (understood to be the mother) in the first 26 weeks for
more father care or flexible care options (e.g., 1 day a week) later in the baby’s life.

The fact that [Lucy] was breastfeeding ... Hopefully she can do it with the next kid too. But it probably makes a decision
for us. If she’s breastfeeding, she can’t work. (Jack, low income)

What if, for example, | shared say half of it with [Andy] and then, | don’t know, the other half | have to go back to work.
Is [Andy] going to breastfeed my child? What if I’m breastfeeding? (Isabella, middle income, CALD)



Parent interest in the opportunities presented by the new flexible scheme were contingent on how flexible use was
administered. Parents want to be able to change the allocation of paid parental leave over time and between parents
in real time, as required, and in response to changing work, health and family needs that may emerge over the first 2
years of the child’s life.

Parents appreciated the new flexibility as they were generally wary of a blanket or one-size-fits- all policy that does not
account for the unique circumstances of different parents and households. In particular, parents did not want their
leave arrangements to be ‘locked in’ when their needs could change after the baby arrives. It was widely agreed that
‘different families have different needs’ and that parents should be able to adjust and redistribute parental leave over the
2-year period. Parents want to be able to ‘shuffle’ paid parental leave around to allow a more efficient and equal
distribution of work and care and accommodate individual and household preferences.

I would say being able to dictate what suits us is massively beneficial ... You know, we’ve sometimes talked about
whether she’s the birthing parent or I am, maybe the other one wants to be the primary caregiver. So maybe even if
[Grace] gives birth, | might be the stay-at-home parent. We just don’t know what each situation is going to make for us.
So, | think this kind of more flexible arrangement is really beneficial and I think it’s going to be great for a lot of
families. (Amy, same sex couple)

I think for our situation, the best scheme would be flexibility on when you started the paid parental leave. Flexibility on
who can take it and when and being able to shuffle around ... | think our situation particularly, I don’t think the forced
block of leave for the male is as relevant ... But that’s how it would work for us. (Sarah, middle income)

... it’d be useful to move it around once we’ve started to not have it locked in, like I mentioned before because we work
with a small number of clients, but if we happen to get three or four extra ones and suddenly my workload went up, | can
either turn that work down or | could chat to [Sarah] and say, ““Do you want to take more leave? Take some of my leave
back, that 18 weeks because | can do all this extra work.” And we can discuss it. So yeah. It would suck if we were
locked in ... Because you also don’t know what it’s like to be a parent. That’s the other thing, you just have no idea
what your kid’s going to be like. What you’re going to want to do or who’s going to want to have leave. (Peter, middle
income)

That’s (flexibility) really good because it might be the situation where it’s reversed and the mum needsto return back to
work, she’s got a high-profile job and the dad can stay home caring more. I think it’s really good. Different families
have different needs. (Max, high income)
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5. Parents tend to prioritise extension of time on paid parental leave over a higher payment
Parents prefer a longer period of paid parental leave rather than a higher income payment and the national minimum
wage level of payment is generally perceived as fair.* It is widely agreed by parents that time with family, especially
with a newborn, is the ‘number one’ priority and that bonding with a child early in their life is more important than a
higher payment.

Time off is number one. Money comes and goes. But that time, if I’m not home and | don’t see my son, say if | miss out
[on] like him walking or something, oh man, I’ll be devastated. All the moments you lose, you never get it back. (Andy,
middle income, CALD)

I would prefer the time with the child than the money....[It] was good to be able to have the time with him when he was
still newborn. (Samantha, single mother, low income)

However, some parentsin both low and high income brackets expressed concern over ‘money coming into the bank’
and ensuring bills and payments could be met in the context of rising inflation, interest rates and cost of living. This was
a particular concern for families with more than two children, and where the father earned the higher income. Payment at
the minimum wage was cited by two families as limiting the amount of paid parental leave time they could use and who
could use it.

Because | work for myself and [Lily is] casual at the moment ... The leave entitlement isn’t the biggest thing for us. It’s the
actual ... Just the money amount. At the end of the day, for us, it’s just money coming into the bank. (Jack, low income)

It makes more sense for [David] to return to work to keep bringing in that higher wage than for me to say, ““Oh, you
take 16 weeks off paid parental leave.” Financially, we wouldn’t have been able to do that. (Alexia, middle income)

A clear message from the majority of families was that they plan their finances and consider the tax implications of
their working patterns very carefully to allow for family care in the first 12 months.

Obviously, the money, it does make a difference in the end because you need to support the family, you need to remain
fed and you need to remain roofed and clothed and all of those things. But as long as you’re prepared enough leading up
to it, you can get by on a couple of weeks of lesser pay. In order to have that time and that experience with the family.
And as | keep saying, as a first-time parent, you can’t get that back. (Amy, same sex couple)

In terms of payment, when referencing the paid parental leave payments, many families referred to the money as coming
from Centrelink (the government agency that delivers social security payments), that is, they regarded it as a generous
welfare payment and did not directly associate it with their employment.

4 As at July 2022 the national minimum wage per year was AUD$42,255. According to data provided to the Women’s Economic Equality Taskforce by the
Department of Social Services 29.4% of mothers and 14% of dads/partners are on or below the national minimum wage. Source: EDW Paid Parental
Leave Scheme Claims Universe, Data Load Version 2, as at 30 June each entitlement year.
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6. Reserved leave for fathers

The Dad and Partner Pay (DaPP) provision (in the current, pre 1 July 2023 scheme) provides 2 weeks of reserved, non-
transferable leave for fathers/partners. Uptake has been low relative to use of the paid parental leave by mothers.
According to data provided to the Women’s Economic Equality Taskforce, in 2019/2020 there were 171,712 recipients of
paid parental leave compared to 92,343 recipients of Dad and Partner Pay.® In overall terms, it is estimated that
approximately 27%-30% of fathers/partners use the 2 weeks of Dad and Partner Pay.® This suggests that another incentive
is needed to increase uptake by fathers/partners. But what this incentive should be is less clear as there are tensions
between duration, payment, equality between mothers’ and fathers’ access,and whether it can be used at the same
time as mothers (concurrently), or whether it must be used separately to support sole father care.

Parents were universal in their view that 4 weeks of paid parental leave reserved for fathers was ‘about right’ and
sends a clear and positive message about the role of fathers, and an important ‘signal’ to employers about fathers’
role in the care of babies. They agreed a government initiative like this would help to normalise fathers staying home to
care for their children while also challenging the idea that only mothers need to bond with a newborn. These views were
based on the assumption that fathers were on parental leave concurrently with mothers, not caring for newborns alone.

The whole world’s changing, and dads want to be there with their kids. And I think even for those fathers who don’t
think that they want to, I’ve seen it so many times, when the baby’s actually here, they completely change, and they want
to. [this would support] enabling the dad and making it a bit more normal as well. | think if [David] wanted to take 4
weeks off, [his employer] would be saying, “Why do you want to take that long off?”” Whereas I think if it’s a
government initiative, it almost normalises it a little bit as well. This is an entitlement that dads are taking now. We see
that fathers should be with their newborn kids and stuff. And | just see that as a really good thing. (Alexia, middle
income)

I like the idea of [Andy] having more of a role than what my parents did, in terms of dad was the one that worked, mum
stayed at home. I like the idea of both the male and female playing a role in the actual parenting. Even if it might be
lopsided to [Andy] working more, I still think it’s really valuable for him to have input and a relationship with [our
daughter]. Also for me, to maintain work. (Lily, low income)

However, concern was expressed about a time penalty for families where the father genuinely could not take 4 weeks
of leave (in a block), thus cutting the total paid parental leave time available to the family, and effectively the
mother. In these and other cases where personal, health or work commitments prevent fathers from taking the leave,
parents felt the leave should be transferable to the mother.

It's a bit unfair... if you have complications during the birth and stuff, you could be in hospital or the baby could be sick
or there’s some things that could happen and then you just don’t get around to it, and if you do and then they’re like,
“No, sorry, you don’t get it now,” that would be a bit unfair. (Samantha, single mother, low income)

® Source: EDW Paid Parental Leave scheme Claims Universe, Data Load Version 2, as at 30 June each entitlement year.

® Exact numbers are difficult to obtain: using number of births in a year and assuming matching numbers for fathers/partners, the calculations is as
follows: 294,369/92,343 = 31%. Source: Australian Bureau of Statistics (2020). Births, Australia. ABS.
https://www.abs.gov.au/statistics/people/population/births-australia/2020.

12



If you’re offering it to everybody and their work commitments [mean they] can’t take it, it should be still available. It
should be looked at more [as] a family and not an individual, in my eyes. Really, if they were willing to pay [Max] to
stay home for 2 weeks, why can’t they just give that money to us as a family? ... You’re a family, you should just be
giving them money and it should just be at your discretion how you use it. (Emily, high income)

Parents did not like the language of ‘use-it-or-lose-it’. They saw this as punitive and felt there could be backlash against
fathers using the leave if framed this way. The preference was for the language of ‘reserved leave’. This could be
supplemented with ‘non-transferable leave’ or a ‘father’s quota’, both terms widely used overseas.

I don’t like the terminology [use-it-or-lose-it]. It’s almost threatening. (Amy, same sex couple)

I think as a household, it would be great to be able to choose when and who takes it. | can see calling it ‘use-it-or-lose-
it” maybe is not the best idea. | think there would be backlash... I think people would see it as an entitlement that they’re
due to receive and if they lose it then the government’s then taking something away from them that they’re entitled to
receive. So, | think that wouldn’t land so well. Just something as simple as changing the name of it. ... in a more
positive light that this is leave for your male partner to take. (Sarah, middle income)

7. Thereis parental consensus that 4 weeks of concurrent leave at the birth of a baby is the

optimum
Parents were confused about the difference between ‘reserved leave’ and ‘concurrent leave’. In the main, parents focused
on fathers taking reserved leave around the birth and at the same time as the mother, that is, concurrently. Parents thought

4 weeks was optimum.

Four weeks of concurrent leave after the birth of a baby is seen as important by parents for a range of reasons
including to recover from caesarian section births; to support breastfeeding; to support mothers’ recovery; to care for
older children; to undertake domestic work; to emphasise ateam approach to care; and to provide general support for
mothers. Some also identified this time as good for the marriage.

Only 2 weeks concurrent leave at the birth of a baby was seen as too little, especially for families without family support
close by or where health complications arise and the mother and baby are in hospital for the first 2 weeks.

Four weeks is a pretty good stint for the husband to have off and just to help out. And I think it’s probably healthy for
the marriage too... Especially for the first kid, it just feels like [2 weeks is] very early to be able to have to go back to
work. And | felt sorry for a lot of my mates who had to go back to work [at] that stage. | think 4 weeks would be really
good. (Jack, low income)

Parents agreed that it was ‘not possible’ or realistic for one parent to both care for a newborn and manage household and
domestic chores, especially with more than one child at home. Parents said a concurrent leave period of 4 weeks would
help couplesto ‘enjoy the highs and lows together’ and support joint ownership of care.

I would’ve had heaps of time off. | would’ve loved to have had maybe a month off or something like that. That would be
awesome because they’re so little and delicate at that age, it’s just a good time to be around, and it sucks to miss it.
(David, middle income)

Two weeks, it goes very quickly, in my opinion. | think you feel like you’re just starting to relax and have that time
together and then it’s all over. Whereas, if it was about 3 weeks or 4 weeks, | think the dad would be able to spend some
really good quality time with that child as well. (Alexia, middle income)
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The tasks around a newborn cannot be done by one parent. Or at least in our case, it wasn’t possible like breastfeeding,
cooking, cleaning, laundry. (Kabir, high income, CALD)

I think for me the most benefit was seeing all the stuff that [Sarah] has to do. Particularly the stuff that I’m not able to
do, which is all the breastfeeding and even getting up at nighttime and all that. I guess the only thing is breastfeeding, but
that’s a big burden at the start. And if | wasn’t home, | just wouldn’t notice that as much. (Peter, middle income)

Parents recognised the long term benefits for fathers who were involved in the care of babies, reporting that the more
involved fathers were in the early weeks of a child’s life, the more confidence they gained in taking on an equal share of the
parenting duties. When fathers did not do this, they ended up doing more ‘fringe’ parenting.

That initial confidence I think too, | remember talking about that, if they (dads) miss those early stages and how things
are done, by the time they have their leave, their partner just knows what needs doing and does it all the time by default.
And | think that just chips away at the confidence and then they don’t perhaps get involved because they don’t want to
do it wrong. (Sarah, middle income)

Four weeks of concurrent leave after the birth would provide the time for fathers to engage meaningfully in care and to
appreciate the caring work of their partners, especially when mothers were establishing breastfeeding in the early weeks
of a child’s life.

8. Parents want access to concurrent leave beyond the first 4 weeks of a baby’s life

Parents see a benefit in being able to take concurrent leave (leave at the same time) after the initial 4 weeks of a
baby’s birth - particularly when they have a second child - and liked the idea of choosing when they took concurrent
leave, beyond the 4 weeks reserved concurrent period.

Parentssay thatoverlapping leave at the sametime helps to establish couples as a ‘team’ where they are supporting each
other and taking joint ownership of the care. Fathers said time together beyond the first 4 weeks was important to
understand and appreciate the daily caring tasks and stresses faced by new mothers over the 18 week leave period and for
male partners to take ownership of these responsibilities. This is reported to be beneficial to the couple’s relationship and
family life.

[TIhe number of weeks of leave is quite big. 18 weeks is quite a lot. | think more of it could be together because of that.
And particularly from the male perspective, | think it’s good for men to understand all those things | was just saying
about what their partner did and my friends who’ve had leave at the same time... Learning that stuff they just never
thought of or never realised and appreciating their partner more, which is a really positive thing. (Peter, middle
income)

Some parents also thought concurrent leave should be extended in cases where a baby requires neonatal medical
attention and the first weeks of a child’s life are spent in hospital, rather than at home. Other couples noted that in the
unique context of COVID-19 lockdowns, having a longer concurrent leave period was beneficial because friends and family
were unable to visit and offer support. Lack of local family support is a particular issue for many families with parents living
overseas.
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There should be something where dads can extend it if their child is in neonatal intensive care or if the mother is
unwell, there should be something there for that. Because | do really feel sad for the parents who never get to have their
bubble at home where they’ve got a new baby and they’re all settling in. It’s a really, really important time. And if those
first 2 weeks are spent in hospital or longer [in] the hospital, that’s a really sad thing to miss. (Emily, high income)

It's really hard, | feel like our experience is a bit skewed because it was during the middle of lockdown, pandemic, full-
blown COVID. No one could come in, no one could go out. So, both being at home, like we worked in jobs that still were
ongoing during the pandemic. Our workplace didn’t stop. We were essential workers. So, work didn’t stop. So being
able to be at home [together] was a blessing, it was great for us. (Amy, same sex couple)

9. Reserved leave for sole-father care was identified as valuable by some

While parents did not consider the preferred 4 weeks of reserved leave as sole carer time for fathers (instead prioritising
concurrent leave at the birth of a baby) some parents did say it was important that fathers engage in sole parenting
and childcare without assistance from their partners to build confidence and support an equal distribution of care work.

Yeah. It’s interesting, time together | think is extremely valuable, but also time being the sole parent is something I’ve got
feedback from a couple of friends and notice myself ... is that being the sole parent makes you realise absolutely
everything that a baby does. And even our situation is a bit different because we’ve been mostly around together the
whole time since he was born. And working from home, so you’ve got someone. But if you weren’t, | think that’s a
really good experience, but particularly for a man to do some sole parenting. (Peter, middle income)

10. Parents like to have the option of accessing paid parental leave in the weeks prior to birth
Access to paid parental leave prior to the birth of ababy was seen by many as helping to support mothers prepare.
Access to paid parental leave prior to birth was especially valued by those with older children, single mothers, those in
physically demanding workplaces (such as nursing and teaching) and those with specific pre-natal health issues.

Parents wanted to access paid parental leave prior to birth in order to ‘get the house sorted’ and prepare for the baby to
arrive, while also having an opportunity to rest and mentally prepare for a first or second child. Others said accessing paid
parental leave in the 4 weeks prior to birth could offer support to parents who are planning for a natural rather than
caesarian birth, as labour and delivery can be unpredictable. In the context of COVID-19, some mothers said it would have
been beneficial to access paid parental leave in the weeks prior to birth in order to limit exposure to the virus and ensure
their partners could be present at the birth.

If it’s a natural birth or something, it could happen anytime. So, it definitely would be good if [paid parental leave] was
to even start ... | don’t know, say 4 weeks prior to the due date, because you just don’t know. It’s a very unpredictable
thing. (Isabella, middle income, CALD)

I was going to get my whole house sorted. And just the physical trying to lug [my son] to his daycare drop off, get to my
work, find a park, get to the office ... then the reverse... it’s not like when you get home, I’m relaxing. ... They’re long
days. We’d be out of the house by 7 am and we’re not home until after 6 pm. (Nora, single mother, middle income)

I think being able to access it sooner would be really nice because there’s a lot to prepare for and to learn before you
have the baby. And if you’re working right up until the point of giving birth then you don’t get that time to mentally
prepare yourself. (Sarah, middle income)
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11.Single mothers see the paid parental leave scheme as very helpful but would prefer 52

weeks
Single mothers viewed the minimum wage rate of paid parental leave as fair. They responded positively to the new
flexible design and see this as a good way to support a more gradual transition back to the workplace.

I get where they come from doing it at minimum wage and | think that’s ... fair, and | don’t think it should be indexed on
anyone’s income ... | don’t think anyone, because they own more, they should then get more when they’re off. So, | think
doing it on minimum wage is a fair way to do it. But I’m never going to complain if they want to give us more. (Nora,
single mother, middle income)

Access to early childhood education and care is the most important determinant of return-to- work for single mothers who
expressed concern about limited options and waitlists for daycare. For example, one mother returned to work earlier than
planned when a daycare spot became available, as she was worried the spot would be filled.

I was going to take the 12 months off, that was my original plan, but then once I got offered the spot at daycare, I didn’t
really want to pass it up because if | didn’t take it, | probably wouldn’t have got one. (Samantha, single mother, low
income)

Single mothers worried about ‘plugging the gaps’ before and after childcare to accommodate their work hours and
discussed the importance of flexible schedules and support from family and friends to coordinate drop offs and pickups.
Thiswas a particular concern for single mothers with shift work schedules that do not align with the opening and closing
hours of early childhood education and care centres.

I did a little bit of shift work after [having my son], but it's a 7 am start or a night duty. So, you’re always finding
someone else to plug the gaps before and after childcare. So, | don’t want a role where | have to ask them every single
time | go to work, “Can you do drop off or can you do pickup?”” One or the other’s fine, but not every week. (Nora,
single mother, middle income)
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Topline findings and recommendations

This section summarises the main findings. We use them in conjunction with our findings from the best practice literature
review in our Next Steps report to provide recommendations about the future design of Australia’s paid parental leave
scheme.

There are five main recommendations which refer to key elements of the scheme:

Total length

Flexible design

Reserved leave for fathers
Concurrent leave

Sole father leave

o b w e

We note that among parents there was confusion and conflation of the notions of ‘reserved leave’ and ‘concurrent leave’.
The concurrent leave element of the scheme is not well understood. The understandings of ‘reserved leave’ and
‘concurrent leave’ were further complicated by the flexibility of leave use which, once fully comprehended by parents, is
highly desirable, but may impact on their use of reserved and concurrent leave periods.

1. Totallength of paid parental leave

This study of Australian parents shows that the health and wellbeing of the mother and baby is prioritised by fathers.
Where the length of the paid parental leave is 26 weeks (with periods of reserved leave for the mother and father/partner),
all couples thought they would give the majority of the available remaining leave to the mother. This was the case even
where fathers were excited by the prospect of long periods of reserved leave and options for flexible use. Ultimately, fathers
would not take this time away from mothers. Some mothers in the study were also unwilling to give up some of their paid
parental leave.

If the length of paid parental leave was extended, fathers and mothers saw increasing opportunities for fathers to
genuinely share the care of young children through longer periods of reserved leave and use of flexible options. However,
parents’ understanding of the terms ‘concurrent’ and ‘reserved’ leave were not clear, as discussed below.

Parents were unclear about the design of the changes to reach 26 weeks of leave by 2026 and did not fully understand the
roll out of the additional weeks on an annual basis. Clear communication of this is needed. A simple one step extension to
26 weeks in 2024 would be most desirable in terms of clarity for parents and their ability to plan.

All parents, in couples or single, thought that 52 weeks was the optimum time for one parent to be at home with a young
child supported by paid parental leave.

We recommend:

- immediate roll out of paid parental leave to 26 weeks in 2024 with a budget pathway to extend to 52 weeks of paid
parental leave in 2026.
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2. Flexible design

The new flexible design was of great interest to parents who saw a range of possibilities, particularly around the use of a
single day of paid parental leave at a time. In the interviews, parents took time to absorb the possibilities of this flexibility.
Middle and high income families also saw the desirability of the more flexible, non-block paid parental leave as a way of
managing work and household income with payment at minimum wage level. That is, they could see fathers taking a day
or two at a time each week, without disrupting work or household income unduly. The flexible design could therefore
support the expanded use of sole father care.

We recommend:

- clear communication to parents of the flexibility options
- administrative support that facilitates genuine flexibility that can be changed in response to evolving family and
work needs.

3. Reserved leave for fathers/partners

Reserved leave for fathers/partners has the potential to change social norms and expectations about who cares and who
works.

Parents appreciate the capacity of reserved leave periods to send important signals to families and to employers about the
role of fathers as carers. Workplaces will need to become better attuned to men as carers to support the successful uptake
of reserved leave by fathers. Without thisimportant shift, extended periods of reserved leave for fathers could have adverse
effects on families, reducing the total paid time to care. Additional research on employer attitudes and preparedness for
increased use of paid parental leave by fathers is essential to support policy aims for shared care.

We recommend:

- 4 weeks of reserved leave for fathers/partners starting in 2024, and extended significantly (up to 12 weeks) in a 52-
week scheme.

4. Concurrent paid parental leave

Concurrency of leave adds a further dimension to the parental leave scheme and is not well understood. Instead, parents
use the language of ‘being at home at the same time’, and parents have strong aspirations for concurrent leave at the birth
of a new baby. Parents would also like to have the option to take concurrent leave later in the parental leave period, when
it suits their family and work circumstances.

The difference between concurrent leave and non-concurrent (sole parent) leave is not well understood by parents and
must therefore be clearly communicated.
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We recommend:

- from 2024, 4 weeks of concurrent leave able to be taken by parent A and parent B around the time of the birth of the
baby.

- consider extending the total period for concurrent leave available to parents and when it can be taken to up to 8
weeks in a 52-week scheme.

5. Sole care for fathers/partners
While parents were focused on caring together in the very early weeks of a baby’s life, some parents did value the
opportunity for fathers to care alone later in the parental leave period.

If the intention of the new paid parental leave design is to shift fathers’ caring behaviours, research evidence shows that
sole parenting is essential. However, parents recognise this would take from the total paid parental leave period available
to the mother and had some concerns about the impact on total paid leave available to a family where an employer or
workplace made it difficult for fathers to take the full portion of reserved leave.

We recommend:

- prioritising a commitment to sole father care as a matter of policy improvement. This could be as long as 8 weeks in
a 52-week scheme. A 26- week scheme does not allow enough time to quarantine a reserved period of leave for
father’s solo care.

Research with Australian parents demonstrates that the national paid parental leave system is appreciated and the
changes in design and length are welcome. There is, however, a clear understanding that a 26-week scheme is unable to
adequately meet the five objectives of the Paid Parental Leave Act 2010 or reflect international standards (see Appendices
2 and 3).

Based on the key research findings and recommendations above, and to encourage a shift in fathers’ care and promote
gender equality, we recommend the following model of paid parental leave (see Table 1).

The main changes are as follows:

- Movedirectly to 26 weeks of leave in 2024

- Move to 52 weeks of leave in 2026

- Moveto areserved period of leave for fathers of 4 weeks in 2024 as part of a 26-week scheme, and 12 weeks in 2026, as
part of a 52-week scheme

- Introduce a period of sole father care (non-concurrent and non-transferable) leave of 8 weeks, as part of a 52-
week scheme.
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Table 1. Recommended design for an accelerated timetable and extended scheme

Year of Total Paid Reserved Reserved Family Leave  Sole Father Total
Introduction Parental Leave Parent Leave Parent (allocated Leave (as part Concurrent

Leave* A B according to of reserved Leave

parent leave
preferences) parent B)

2023 20 weeks 2 weeks 2 weeks 16 weeks 0 weeks 2 weeks
2024 26 weeks 4 weeks 4 weeks 18 weeks 0 weeks 4 weeks
2026 52 weeks 12 weeks 12 weeks 28 weeks 8 weeks 8 weeks

*All paid parental leave paid at national minimum wage.
*Paid parental leave to be taken within the first 2 years of a child’s life.
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Appendix 1. Research method

Ten families, comprising eight couples (with one single sex couple) and two single parents, were recruited accordingto the
sampling framework outlined in Table 2. While the sample is undeniably small, the size is not unusual for research of this
nature. Timing and funds did not allow a larger sample. The emphasis is on depth and richness of replies and reaching a
’saturation point’ in responses. This was achieved with the two single parents and eight couples (16 parents), making a
total of 18 parents who were interviewed.

Comparisons with research undertaken in other countries reveal similar methodology and findings to those presented
here. For instance, Beglaubter’s study (2017, p. 476) of 33 Canadian heterosexual couples found “[S]trong cultural support
for mothers’-but not fathers’-time with baby tipped the scales toward maternal care giving, even when couples wanted to
share parental leave”.® A study by Cannito (2020, p. 832) of 33 Italian fathers’ use of paid parental leave found “men’s
choicetotake parental leaveis the result of a process of negotiation that involves the way gender is performed, and in which
men, too, are active subjects of social change”.? On the other hand, men who do not take parental leave talk about a
‘natural’ choice linked to the fact that their partners want to be there with the child. In a study of 22 parents (13 mothers
and 9 fathers) in the UK, Kaufman (2018) found the explanation for fathers’ low take up of additional parental leave to be
due to financial costs, gendered expectations, perceived workplace resistance and policy restrictions.*® Similarly, Cluley
and Hecht (2020) interviewed 29 couples from Canada and the United States about work-family decision-making** and
Romero-Balsas, Muntanyola-Saura and Rogero-Garcia (2013, p. 678) interviewed 30 Spanish fathers and found that
“paternity leave is mostly considered a right, but not a duty, and the decision whether or not to use itis viewed as an
individual choice”.12

An external social research firm was sub-contracted to recruit and undertake the interviews, with direct and explicit
guidance on recruitment criteria and design of the interview protocol from the reportauthors Marian Baird and Elizabeth Hill.
Baird and Hill closely monitored each stage of the research and attended all interviews.

Recruitment was targeted via the father’s income in the first instance (except for the female samesexcouple). Department
of Social Services datawas used to determine theincome categories and to ensure that low, medium and high income
households were represented inthe sample. The intention was to also include families from metropolitan and non-
metropolitan areas, from professional and non-professional occupations and from CALD backgrounds. All participants had
a child in the last 18 months (except the female couple whose child was 2 years old), and both parents were working prior
to the birth of the child. Four families included parents with a CALD background. One parent was of First Nations
background.

" The authors wish to acknowledge the generosity and care for family demonstrated by the parents interviewed for this project.

8 Beglaubter, J. (2017). Balancing the scales: Negotiating fathers’ parental leave use. Canadian Review of Sociology/Revue canadienne de sociologie,
54(4), 476-496.

° Cannito, M. (2020). The influence of partners on fathers’ decision-making about parental leave in Italy: Rethinking maternal gatekeeping. Current
Sociology, 68(6), 832-849.

0 Kaufman, G. (2018). Barriers to equality: why British fathers do not use parental leave. Community, Work & Family, 21(3), 310-325.

1 Cluley, H. & Hecht, T. D. (2020). Micro work-family decision-making of dual-income couples with young children: What does a couple like us do in a
situation like this? Journal of Occupational and Organizational Psychology, 93(1), 45-72.

12 Romero-Balsas, P., Muntanyola-Saura, D. & Rogero-Garcia, J. (2013). Decision-making factors within paternity and parental leaves: Why Spanish fathers
take time off from work. Gender, Work & Organization, 20(6), 678-691.
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Each family completed a short pre-interview survey that covered essential background information, including age,
employment type and status (full-time, part-time, casual), hours worked per week, income, housing status, number of
children, age of youngest child, types of leave taken at birth of last child and weeks taken (paid parental leave, dad and
partner pay, annual leave, unpaid leave, employer provided paid parental leave).

The parents of each family were interviewed online and together, with fathers asked to respond to interview questions and
prompts first. Positioning men as the ‘lead’ interviewee was intentional, designed to set the overall tone of the interview
and to ensure that the attitudes and experiences of fathers were properly captured. Our previous research shows that
mothers are always keen to speak about their parental leave experience. Given the government’s priority to enhance
fathers’ role in the care of young children, this project was designed to centre the voices of fathers while also including
mothers. This research technique was effective with all fathers being active participants in the interviews.

Each in-depth interview was held via Zoom and ran for 90 minutes according to a set interview protocol designed by
Marian Baird and Elizabeth Hill. Interviews were conducted between Tuesday 31 January and Wednesday 15 February
2023. All interviewees received a $180 eGift voucher.

The interview protocol covered:

1. Adescription of how fathers and mothers decided on care and work arrangements in the months after the birth of the
new child

Fathers’ and mothers’ experiences of using the national paid parental leave scheme

What fathers and mother think an ideal paid parental leave system should look like

Fathers’ and mothers’ views on the 1 July 2023 changes to paid parental leave

Fathers’ and mothers’ views on how the additional 6 weeks of paid parental leave in 2026 could be allocated. Three
scenario prompts were used to guide this discussion.

AR

Table 2. Sampling framework

Family type Father/Partner personal Income
Total = 10 families
2 x fathers in couples One CALD Higher income
>$100,000 pa gross
3 x fathers in couples Two CALD Medium income
$40,000-$100,000 pa gross
2 x fathers in couples One CALD Lower income
<$40,000 pa gross
1 x single sex couple Female Any income level
1 x single mother Mid/high income level

>$40,000 pa gross (mother)

1 xsingle mother Low income level
<$40,000 pa gross (mother)

Note: we were unable to recruit a male same sex couple so replaced them with an additional medium income father (CALD).
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Anonymised names Interview details

Sarah and Peter Interview 1: Middle income

Samantha Interview 2: Single mother, low income
Isabella and Andy Interview 3: Middle income, CALD

Amelia and Kabir Interview 4: High income, CALD

Lily and Jack Interview 5: Low income

Lucy and George Interview 6: Middle income

Nora Interview 7: Single mother, middle income
Emily and Max Interview 8: High income

Alexia and David Interview 9: Middle income

Amy and Grace Interview 10: Same sex couple, female
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Appendix 2. Paid Parental Leave Act 2010 - Objectives

It is within the particularly Australian context that the objectives of the Parental Leave Act (2010)4 must be read, noting
that the Act was introduced following a comprehensive analysis of the need for a paid parental leave scheme by the
Productivity Commission (2009).

The objective of Parental Leave Pay is to provide financial support to primary carers (1.1.P.230) (mainly birth mothers) of
children, in order to:

- allow those carers to take time off work to care for the child in the 2 years following the child’s birth or adoption;
- enhance the health and development of birth mothers and children;

- encourage women to continue to participate in the workforce;

- promote equality between men and women, and the balance between work and family life, and;

- provide those carers with greater flexibility to balance work and family life.
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Appendix 3. International Standards

EU Directive on work-life balance: Implementation 2 August 2022.1 The Directive on work-life balance aims to both
increase (i) the participation of women in the labour market and (ii) the take-up of family-related leave and flexible
working arrangements. The EU Directive includes:

- Paternity leave: Working fathers are entitled to at least 10 working days of paternity leave around the time of birth of
the child. Paternity leave must be compensated at least at the level of sick pay;

- Parental leave: Each parent is entitled to at least four months of parental leave, of which two months is paid and non-
transferable. Parents can request to take their leave in a flexible form, either full-time, part-time, or in segments;

International Labour Organization (ILO) Maternity Protection Recommendation, 2000, No. 191.2

- Members should endeavour to extend the period of maternity leave referred to in Article 4 of the Convention to at
least 18 weeks.
- Provision should be made for an extension of the maternity leave in the event of multiple births.

The Fifty-fourth World Health Assembly, May 2001 Resolution, WHA54.2, on Infant and young child nutrition,
paragraph 3(6).3

- exclusive breastfeeding for six months as a global public health recommendation.
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Equality Taskforce to inform its advice on the changes to the Paid Parental Leave Scheme

Customer
Customer Name: Department of the Prime Minister and Cabinet
Customer ABN: 18 108 001 191
Address: 1 National Circuit
Barton ACT 2600
Contact Officer: s47F
Position: Adviser
Branch/Division: Office for Women
Telephone: s 47F
Email Address: s 47F
Supplier
Supplier Name: Marian Baird
Supplier ABN: s47F
Address: S 47F

Email Address: S47F



Contract Details

There will be no change to the Contract term as a result of other Contract changes.

The Contract changes as verbally agreed by the Customer and the Supplier are as follows:

Contract Term

Current Contract End Date:

9/06/2023

Contract Value

Contract Value GST Total Contract Value

(GST exclusive) (GST exclusive)
Previous Contract Value (AUD) $40,000.00 $0.00 $40,000.00
Amendment Value (AUD) -$5,000.00 $0.00 -$5,000.00
New Contract Value (AUD) $35,000.00 $0.00 $35,000.00

Other Administrative Contract Changes

Clause Old Text
Reference Proposed New Text
and Title
Where the Customer rejects any deliverables . )
) Where the Customer rejects any deliverables
under Clause C.C.11 [Delivery and Acceptance] )
) . ) . . under Clause C.C.11 [Delivery and Acceptance]
the Customer will specify a timeframe in which the ) ) . ) )
o ) ) o the Customer will specify a timeframe in which the
Supplier is required to rectify deficiencies, at the o ) ) o
) _ Supplier is required to rectify deficiencies, at the
Supplier’s cost, so that the deliverables meet the . ]
_ ) _ Supplier’s cost, so that the deliverables meet the
requirements of this Contract. The Supplier must ) . ]
. . » requirements of this Contract. The Supplier must
comply with any such requirement. Rectified . ) -~
) ) comply with any such requirement. Rectified
. deliverables are subject to acceptance under . .
Delivery and ) deliverables are subject to acceptance under
Clause C.C.11 [Delivery and Acceptance]. )
Acceptance ] ) Clause C.C.11 [Delivery and Acceptance].
The Supplier will refund all payments related to the ) .
(C.A.2(d) The Supplier will refund all payments related to

rejected deliverables unless the relevant
deliverables are rectified and accepted by the
Customer.

If the Supplier is unable to meet the Customer’s
timeframe, the Customer may terminate this
Contract in accordance with Clause C.C.16

[Termination for Cause].

the rejected deliverables unless the relevant
deliverables are rectified and accepted by the
Customer.

If the Supplier is unable to meet the Customer’s
timeframe, the Customer may terminate this
Contract in accordance with Clause C.C.16

[Termination for Cause].




Milestone Contact | Delivery Due
Descriptio | for Location/Ema | Date
n Deliver | il

y
Delivery of | S 47F | weet@pmc.go | 16/11/20
the first v.au 22
tranche of
PPL
research
Delivery of | S47F | weet@pmc.go | 31/05/20
the second v.au 23
tranche of
PPL
research

Milestone | Contac | Delivery Due
Descriptio | t for Location/Em | Date
n Deliver | ail

y
Delivery of | S 47F | weet@pmc.g | 16/11/2
the first ov.au 022
tranche of
PPL
research
Delivery of | S 47F weet@pmc.g | 31/05/2
the second ov.au 023
tranche of
PPL
research

Contract
Price
(C.A.3)

The maximum Contract Price inclusive of GST and
all taxes and charges will not exceed $40,000 as

set out below.

Fixed Price (including all expenses)

Due Milestone Total GST Total
Date Descripti Price Compone Price
on GST nt GST
Exclusiv Inclusive
e
25/11/20 | Delivery — $9,090.9 $909.10 | $10,000.
22 Stage 1 0 00
31/05/20 | Delivery — $27,272. $30,000.
23 Stage 2 73 $2,121.27 00

Total Fixed Price for Services $40,000.00 GST
Inclusive

Adjustment to Fixed Pricing for Contract
Variation/Extension

Adjustment for contract extension will be in line with
established market rates and within the costs
considered for the whole-of-life projection for this

research.

The maximum Contract Price GST free will not

exceed $35,000 as set out below.

Fixed Price (including all expenses)

Due Milestone Total GST Total Price
Date Descripti Price Comp (GST
on (GST onent Exclusive)
Exclusiv
e)
25/11/20 | Delivery — | $10,000. $0.00 $10,000.00
22 Stage 1 00
31/05/20 | Delivery — | $25,000.
23 Stage 2 00 $0.00 $25,000.00

Total Fixed Price for Services $35,000.00 GST
exclusive

Adjustment to Fixed Pricing for Contract
Variation/Extension

Adjustment for contract extension will be in line with
established market rates and within the costs
considered for the whole-of-life projection for this

research.

Description of Contract Changes

The value of contract has been varied to $35,000 maximum value. The supplier is no longer required to supply
part of the research on Paid Parental Leave as it related to employer views on Paid Parental Leave.




Signed for and on behalf of the Commonwealth of Australia as represented by Department of the Prime

Minister and Cabinet

Customer’s Contract Manager
Name:
Signature:

Date:

Signed for and on behalf of Marian Baird

Supplier’'s Contract Manager
Name:
Position:

Signature:

Date:

S 47F

S 47s|,: 47F

11 May 2023

Marian Baird

Professor / Researcher

S4/7F

11 may 2023
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CONTRACT VARIATION FORM

CONTRACT AMENDMENT #2
TO CONTRACT: Elizabeth Hill CCS Variation
CONTRACT REFERENCE ID: CD011435

AUSTENDER CONTRACT ID: CN3931733-Al

For the provision of:
Conduct research and providing comprehensive and knowledgeable advice to the Women's Economic
Equality Taskforce to inform its advice on the changes to the Paid Parental Leave Scheme

Customer
Customer Name: Department of the Prime Minister and Cabinet
Customer ABN: 18 108 001 191
1 National Circuit
Address:
Barton ACT 2600
Contact Officer: s 22(1)(a)(ii)
Position: Adviser
Branch/Division: Office for Women
Telephone: s 22(1)(a)(ii)
Email Address: s 22(1)(a)(ii)
Supplier
Supplier Name: Elizabeth Hill
Supplier ABN: s 22(1)(a)(ii)
Address: s 22(1)(@)(i)

Email Address: s 22(1)(a)(ii)



Contract Details

There will be no change to the Contract term as a result of other Contract changes.

The Contract changes as verbally agreed by the Customer and the Supplier are as follows:

Contract Term
Current Contract End Date: 9/06/2023

Contract Value

Contract Value GST Total Contract Value

(GST exclusive) (GST exclusive)
Previous Contract Value (AUD) $40,000.00 $0.00 $40,000.00
Amendment Value (AUD) -$5,000.00 $0.00 -$5,000.00
New Contract Value (AUD) $35,000.00 $0.00 $35,000.00

Other Administrative Contract Changes

Clause Old Text
Reference
and Title

Proposed New Text

Where the Customer rejects any deliverables under
Clause C.C.11 [Delivery and Acceptance] the
Customer will specify a timeframe in which the
Supplier is required to rectify deficiencies, at the
Supplier’s cost, so that the deliverables meet the
requirements of this Contract. The Supplier must
comply with any such requirement. Rectified
Delivery and | deliverables are subject to acceptance under Clause
Acceptance | C.C.11 [Delivery and Acceptance].

(C.A.2(d) The Supplier will refund all payments related to the
rejected deliverables unless the relevant deliverables
are rectified and accepted by the Customer.

If the Supplier is unable to meet the Customer’s
timeframe, the Customer may terminate this Contract
in accordance with Clause C.C.16 [Termination for

Cause].

Where the Customer rejects any deliverables
under Clause C.C.11 [Delivery and
Acceptance] the Customer will specify a
timeframe in which the Supplier is required to
rectify deficiencies, at the Supplier’s cost, so
that the deliverables meet the requirements of
this Contract. The Supplier must comply with
any such requirement. Rectified deliverables
are subject to acceptance under Clause C.C.11
[Delivery and Acceptance].

The Supplier will refund all payments related to
the rejected deliverables unless the relevant
deliverables are rectified and accepted by the
Customer.

If the Supplier is unable to meet the Customer’s
timeframe, the Customer may terminate this
Contract in accordance with Clause C.C.16

[Termination for Cause].




Milestone Contact | Delivery Due Milestone | Contac | Delivery Due

Description | for Location/Emai | Date Descriptio | t for Location/Em | Date
Delivery | | n Deliver | ail

Delivery of | $220@® | weet@pmc.gov | 16/11/20 g
the first .au 22 Delivery of | $20@® | weet@pmc.g | 16/11/2
tranche of the first ov.au 022
PPL tranche of
research PPL
Delivery of | $220@® | weet@pmc.gov | 31/05/20 research
the second .au 23 Delivery of | ##®@@ | weet@pmc.g | 31/05/2
tranche of the second ov.au 023
PPL tranche of
research PPL

research

The maximum Contract Price inclusive of GST and all | The maximum Contract Price GST Free will not
taxes and charges will not exceed $40,000 as setout | exceed $35,000 as set out below.

below.
Fixed Price (including all expenses)

Fixed Price (including all expenses) Due Mileston Total GST Total
Date e Price Compon Price
Due Milestone Total GST Total Descript (GST ent (GST
Date Descripti Price Compone Price ion Exclusi Exclusi
on GST nt GST ve) ve)
Exclusiv Inclusive
e 25/11/2 Delivery $10,000 $0.00 | $10,000
022 — Stage .00 .00
25/11/20 Delivery — $9,090.9 $909.10 $10,000. 1
22 Stage 1 0 00
C.A3 9 31/05/2 | Delivery | «oc 000 $25.000
31/05/20 Delivery — $27,272. $2.727.27 $30,000. 023 — Stage ! 00 $0.00 ! 00
23 Stage 2 73 ’ ’ 00 2 ’ ’
Total Fixed Price for Services $40,000.00 GST Total Fixed Price for Services $35,000.00
Inclusive GST exclusive
Adjustment to Fixed Pricing for Contract Adjustment to Fixed Pricing for Contract
Variation/Extension Variation/Extension
Adjustment for contract extension will be in line with Adjustment for contract extension will be in line

established market rates and within the costs considered with established market rates and within the costs
for the whole-of-life projection for this research. considered for the whole-of-life projection for this

research.

Description of Contract Changes

The value of contract has been varied to $35,000 maximum value. The supplier is no longer required to supply
part of the research on Paid Parental Leave as it related to employer views on Paid Parental Leave.



Signed for and on behalf of the Commonwealth of Australia as represented by Department of the Prime

Minister and Cabinet

Customer’s Contract Manager
Name:
Signature:

Date:

Signed for and on behalf of Elizabeth Hill

Supplier’'s Contract Manager
Name:
Position:

Signature:

Date:

s 22(1)(a)(ii)

s 22(1)(a)(ii)

11 May 2023 V

Elizabeth Hill

Associate Professor, The University of Sydney

s 22(1)(a)(i

11/5/2023




TAX INVOICE

From:

Elizabeth Hill

ABN: s 22(1)(a)(ii)
s 22(1)(a)(ii)

Bill To:

s 22(1)(a)(ii)

Department of the Prime Minister and Cabinet
ABN: 18 108 001 191

1 National Circuit

Barton ACT 2600

weet@pmec.gov.au and apoperations(@pmc.gov.au

Contract ID: CDO11435
11t May 2023

Description of work:
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1. Qualitative data collection on parents’ decision making about taking of parental leave

and proposed changes.
2. Liaison with the WEET.

w

30-page research report to the WEET with recommendations.

4. Two briefings to the WEET to inform the Albanese Labor government’s proposed
changes to the Federal Government's Paid Parental Leave (PPL) scheme, 2023—-2026.

TOTAL: $25,000 (incl. GST)

s 22(1)(a)(ii)

Associate Professor Elizabeth Hill

Bank details:

s 47G(1)





