





















Claim 11: 
WORKPLACE IMPLEMENTATION AND COMPLIANCE COMMITTEE (WICC)













This bargaining resource has been prepared for unions, women’s and equal workplace advocates and delegates.  

No model language is perfect; this resource is intended as a guide which can be adapted, customised and tailored to the needs of members, workplaces and your industry. 

Eliminating inequality is good for everyone. When workplaces are fairer, safer and more flexible for women, they are better for all workers.





























Claim 11: 
WICC

MODEL CLAUSE 















The Act entitles a specified employee to request flexible working arrangements in specified circumstances. Entitlements under this clause supplement and are in addition to the Act. 


X.1 Introduction 
(a) The parties recognise the importance of consulting employees and the union about issues that impact them in the workplace.

X.2 Scope of the Committee 
[DRAFTING NOTE: Choose committee name, for example, Workplace Implementation and Compliance Committee, Joint Consultation Committee etc.] 

(a) Within 3 months of this Agreement being approved, a local Workplace Implementation and Compliance Committee (WICC) will be established.  
(b) The purpose of the WICC includes: 
(i) Agreement implementation; 
(ii) Ongoing monitoring and assessment of the implementation of this Agreement; and  
(iii) Dealing with any local disputes that may arise (without limiting the Dispute Resolution Procedure in clause XX of this Agreement). 
(b) The employer will provide the union a plan to ensure compliance with this clause X.2. 

X.3 Priority Matters 
(a) Priority items for consideration by the WICC will include: 
(i) Gender equity activities, to address and improve equality in the workplace including:
(A) Identify the gender wage gap and other key data; 
(B) Consult workers to develop a Gender Equity Action Plan;
(C) Set targets and KPIs to improve gender equity in the workplace;
(ii) Assess access to PPE and essential facilities and amenities, including: toilets for women, sanitary bins, handwashing facilities and drinking water;  
(iii) Occupational health and safety activities (including gender-based violence and sexual harassment); and 
(iv) Implementation of clause X (flexible working arrangements), clause X (family and domestic violence leave), clause X (fixed-term conversion), clause X (casual conversion), clause X (gender-based violence and sexual harassment).  

X.4 Representation 
(a) The WICC will compromise equal representation from union and management.  
(b) The employer and union may add, remove or substitute a representative to the WICC from time to time. 
(c) At any time, the number of employer representatives will not outnumber the number of union representatives. 
(d) At least 30% of the representatives nominated by both the employer and the union must be female or gender diverse. 

X.5 Meetings 
(a) The WICC will meet quarterly. 
(b) The WICC will continue to meet as required to satisfy the purposes described in clause X.2 and, in the event it ceases meeting, will be reconvened at the request of the employer or union. 
(c) The WICC may form subcommittees and/or working parties. 

X.6 Information 
(a) The employer must provide the WICC with any relevant information it needs to carry out the scope set out in clause X.2 and priority matters in clause X.3. 
(b) Relevant information includes (but is not limited to): 
(i) Gender wage gap data, and any other data which may be requested by the Workplace Gender Equality Act 2012 (Cth);
(ii) Requests and agreement of flexible working arrangements under the agreement by gender breakdown;
(iii) Leave accrual, planned and unplanned absences; 
(iv) Notifiable incidents and complaints; and 
(v) Overtime opportunities and uptake by gender break down. 
(c) The employer will de-identify information provided under clause X.6.  

X.7 Time release 
(a) Employees will be provided paid time release from duty to attend WICC meetings.  
(b) Employees will be provided reasonable paid time release from duty to prepare for WICC meetings. This may include (but is not limited to): 
(i) reviewing the agenda and minutes;
(ii) reviewing plans, policies and procedures; and/or 
(iii) engaging with employees to gather feedback. 
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WHY THESE CLAIMS ARE IMPORTANT 





· Almost two in five women (39%) have experienced sexual harassment at work in the past 5 years and one in four men (26%)
· 52% of workers who identify as LGBTIQ compared to 31% of those who identify as heterosexual have experienced sexual harassment at work in the past 5 years
· 53% of Aboriginal and Torres Strait Islander workers have experienced sexual harassment at work compared with 32% of non-Indigenous workers
· 44% of people with a disability have been sexually harassed at work compared to 32% of people without a disability








	








	Consulting workers is essential to eliminating gender inequality

Women and gender diverse people experience issues differently in the workplace. Through the WFW Project hundreds of women reported: problems accessing basic amenities (including toilets and sanitary bins), challenges accessing gender appropriate and safe PPE, experiences of gender-based violence and sexual harassment, challenges negotiating minimum entitlements (such as flexible working arrangements) and discrimination and stigma when taking leave entitlements. Workers shared that they didn’t report matters or stayed silent because they felt: 
1. Isolated, powerless and alone 
1. There was no one on site they felt safe reporting concerns to 
1. Lack of trust in management 
1. Fear that they would experience retaliation 
1. Concern there would be consequences for their career.
Consultation is the only way to meaningfully identify risks early and address them before harm occurs. 

	



Consultation is central to legal compliance and better workplace outcomes

Employers are required to take steps to eliminate sex discrimination, sexual harassment and victimisation, and to consult workers about health and safety risks, including psychosocial hazards. 

Women, gender-diverse workers, and those in insecure, part-time or lower-paid roles are disproportionately affected by discrimination and harassment, yet are often least represented in decision-making. Measures designed without worker input routinely miss intersectional impacts and entrench existing power imbalances. Consultation is how equity is achieved in practice. 

Dedicated and trained Union Women’s Advocates can play a key role in supporting women and gender diverse workers to speak up and address gendered issues at work.
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BARGAINING ARGUMENTS 







	1. If you don’t ask, you don’t hear problems 
· Individual workers rarely feel safe or confident to raise concerns and issues they experience at work. This is because of: job insecurity, fear of retaliation, lack of trust in management, not knowing how or who to report issues to, a belief that nothing will change or a culture where speaking up isn’t encouraged. 
· Creating a safe environment that invites feedback and empowers a consultation committee, enables workers including women and gender diverse people, to participate in the workplace. 
· Consultation processes like the WICC, authorise asking for feedback from co-workers and sharing this with the employer. 

2. Consultation costs nothing, and the employer has everything to gain 
· Consulting workers costs the employer (almost) nothing to implement.  
· There are likely real opportunities to improve productivity.  Opportunities include: reducing incidents of discrimination, gender-based violence and sexual harassment, costs associated with investigating incidents, unplanned absences, seeking external advice, and the impact on attraction and retention.  
· Workers are best placed to identify workplace problems and solutions because they have direct operational insight. 
	3. Real consultation changes culture 
· Workplace culture can change when workers and employers share responsibility.  
· Consultation committees are a practical way to:
· Raise problems impacting women and gender diverse people (such as access to basic amenities and sanitary bins, gender appropriate uniforms, sexual harassment and gender-based violence);    
· Workshop options and solutions;  
· Task the employer with doing something about it; and  
· Hold leaders to account.  

4. Consulting workers about gender equity in the workplace supports compliance with the law
Workplace Gender Equality Act, Equal Opportunity Act and Sex Discrimination Act 
· Employers with 100 or more workers must prepare a public report responding to the gender equality indicators under the Workplace Gender Equality Act 2012. One of the gender equality indicators is consultation with employees on issues concerning gender equality in the workplace. 
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BARGAINING ARGUMENTS (Cont) 







	· Employers have legal positive duties to take proactive steps to prevent and eliminate sex discrimination at work under both s 47C under the Sex Discrimination Act and s 15 under the Equal Opportunity Act. 

	· Adopting the proposed clause evidences positive action towards tackling compliance with these laws and doing something to impact gender inequality. 







WORKPLACE IMPLEMENTATION AND COMPLIANCE COMMITTEE 
BARGAINING SUPPORT RESOURCES








	1. Victorian Trades Hall Council, Workplaces for Women: “Change it from within!” Women fighting against workplace gender inequality, stereotypes and non-inclusive facilities – Report 

2. Victorian Trades Hall Council, Workplaces for Women: “I know I’m worth more” Closing the gaps in women’s pay and progression - Report 

3. Victorian Trades Hall Council, Workplaces for Women: “It turns out I’m good at it!” Women’s insights from male dominated industries – Report 1. Australasian Menopause Society: Menopause and the workplace – Factsheet 

1. VTHC Workplaces for Women: Women’s insights from male dominated industries - Report
1. The Australian Institute of Superannuation Trustees: Measuring what matters – Submission (page 14 onwards)

1. Commonwealth Senate, Community Affairs References Committee: Issues related to menopause and perimenopause - Report



1. Australasian Menopause Society: Menopause and the workplace – Factsheet 

1. VTHC Workplaces for Women: Women’s insights from male dominated industries - Report
1. The Australian Institute of Superannuation Trustees: Measuring what matters – Submission (page 14 onwards)

1. Commonwealth Senate, Community Affairs References Committee: Issues related to menopause and perimenopause - Report


1. Australasian Menopause Society: Menopause and the workplace – Factsheet 

1. VTHC Workplaces for Women: Women’s insights from male dominated industries - Report
1. The Australian Institute of Superannuation Trustees: Measuring what matters – Submission (page 14 onwards)

1. Commonwealth Senate, Community Affairs References Committee: Issues related to menopause and perimenopause - Report



	4. WorkSafe: Compliance Code, Psychological Health – Workplace Rights 

5. WorkSafe: Consultation – A guide for Victorian Workplaces – Resource

6. Workplace Gender Equality Agency: Employer Data Explorer - Here 

7. Australian Human Rights Commission: The Positive Duty in the Sex Discrimination Act – Workplace Rights 







WORKPLACE IMPLEMENTATION AND COMPLIANCE COMMITTEE 
ENTERPRISE AGREEMENTS 
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The below enterprise agreements include a consultation committee entitlement in the agreement: 

	1. ANMF: Nurses and Midwives (Victorian Public Sector) Single Interest Employer Agreement 2024-2028 – clause 80.10 and 80.11

2. MUA: TT-Line Shore Based Employees Enterprise Agreement 2023 – Clause 7




	3. MEU, ASU: Loy Yang B Enterprise Agreement 2022 – Clause 30 

4. MSAV: Medical Scientists, Pharmacists and Psychologists Victorian Public Sector (Single Interest Employers) Enterprise Agreement 2021-2025 – Clause 17.10 
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