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This strategy outlines Safe Work Australia’s (the Agency’s) direction and priorities for diversity and inclusion, recognising that a diverse workforce drives innovation, creativity and productivity.  This strategy also builds on the strategic direction, aspirations and commitments of the Australian Public Service (APS). 
Diversity is our individual differences, perspectives, knowledge and skills. It can include gender, disability, age, sexual identity, intersex status, language, ethnicity, cultural background, religious beliefs and family responsibilities, as well as differences between individuals in life and personality.
Inclusion in the workplace occurs when all employees are valued and respected, have access to opportunities and resources, and can contribute their perspectives and talents to the Agency. 
A diverse workplace and inclusive culture is essential to our work. Having and valuing individual differences, perspectives, knowledge and skills in the workplace, fosters a healthy and safe workplace. This benefits everyone, increases employee wellbeing, fuels performance and drives innovation, as well as drives employee satisfaction, success and security.[footnoteRef:2]  [2:  Diversity Council of Australia, 2019, Inclusion@Work Index 2019-2020: Mapping the State of Inclusion in the Australian Workforce.  ] 

Our diversity and inclusion commitment
The Agency is committed to an inclusive workplace where every employee is able to bring their true and whole selves to work. This commitment is underpinned by the Agency’s vision:
 ‘to be a centre of excellence in work health and safety and workers’ compensation data, research, policy and strategy by creating a great workplace that enables everyone to be and do their best’
Who we are
We are a small agency of around 100 employees. The work we do impacts the lives of all Australian workers and their families. It is important that our workplace represents the vibrant, multicultural country we serve and is inclusive of the rich, cultural diversity of the community we serve. In 2019, our diversity profile was: 
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We are proud of achievements and the steps we have already taken to ensure that we have a diverse and inclusive workplace. These include:
· launching the Agency’s Diversity and Inclusion Strategy 2016-2019 
· establishing our employee-led Workplace Inclusion Network 
· our conintually positive APS Employee Census results, which are not only consistent strong, but are also more positive when compared to the broader APS and other similar agencies 
· being recognised as leaders in the APS Diversity and Gender Equality Awards and Share the Dignity Cup
· the integration of diversity and inclusion and our Agency values in the way we work, including providing a diversity and inclusion perspective on workplace matters, policies and procedures, and how we interact and communicate with each other, and
· our engagement with various memberships and networks to identify best practice, share learnings and build the Agency’s diversity and inclusion confidence and capability. 
Our objective | An inclusive workplace  
We will continue to build on our successes, ensuring that our workplace reflects the diverse community we serve and that every employee is able to bring their true and whole selves to work..  
We recognise the rich diversity of Australians and that inclusion itself is not just about having different employees represented, but about the experiences of those employees being supported and able to be shared in our workplace. A culturally inclusive experience for everyone requires mutual respect, effective relationships, clear communication, explicit understandings about expectations and self-reflection.
We are committed to increasing the representation of underrepresented groups in our Agency to ensure different perspectives are included in the work we do. We will do this by raising awareness of, and promote inclusion in, the following six diversity areas: 
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Gender
equality
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People with disability
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Aboriginal and Torres Strait Islander people
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People from culturally and linguistically diverse backgrounds
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Mature aged employees
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Lesbian, Gay, Bisexual, Transgender, Intersex and Questioning


Our key priorities 
We have identified three key priorities for our Agency based on where we do well and want to maintain momentum, and where we could do better. These priorities are consistent with Whole-of-Australian Government and other relevant APS diversity and inclusion strategies[footnoteRef:3] and underpin the actions we take in our six diversity areas.  [3:  Whole-of-Australian Government strategies include the As One: Making it Happen, APS Disability Employment Strategy 2016-2019, Balancing the Future: The Australian Public Service Gender Equality Strategy 2016-2019, Commonwealth Aboriginal and Torres Strait Islander Employment Strategy 2015-2018, Multicultural Access and Equity Policy and Australian Government Guidelines on the Recognition of Sex and Gender.  ] 

1. Be a diverse, culturally safe, confident and capable workplace
1.1 Be a diverse workplace—attract and retain diverse employees and ensure they have a positive employee experience, meet APS wide targets and increase representation of underrepresented groups. 
1.2 Be a confident and capable workplace on diversity and inclusion matters—build employee awareness of, connection to and active engagement with diversity and inclusion, including matters that may not affect them personally. 
1.3 Be a culturally safe workplace for every employee—develop and build a culturally safe workplace that better understands, promotes and embraces all diversity groups and their cultures. 
2. Embed inclusive practices in the way we work 
2.1 Embed inclusive practices, policies and procedures—diversity and inclusion is everyone’s business and our business as usual. 
3. Lead by example
3.1 Champion diversity and inclusion in the Agency—everyone including our senior leaders advocates and supports diversity and inclusion.
3.2 The Agency is a leader in diversity and inclusion in the broader APS and community through best practice. 


Governance 
The following positions and groups have specific responsibilities for implementing, maintaining and reviewing the Diversity and Inclusion Strategy:
The Chief Executive Officer is the main advocate for implementation.
The SES Champion/s will champion diversity and inclusion at the executive leadership level. 
[bookmark: _Hlk43804657][bookmark: _Hlk43805884]The Director, People Strategies is responsible for developing, managing, reviewing and evaluating the Diversity and Inclusion Strategy, and reporting on its progress. Reviews should be conducted annually or where there is an Agency change. 
The Workplace Inclusion Network (WIN) is responsible for informing the development, implementation and evaluation of the Diversity and Inclusion Strategy in accordance with the WIN Terms of Reference. 
All managers are responsible for championing diversity and inclusion in their teams, leading by example and setting expectations for inclusive behaviour and practices. 
All employees are responsible for championing diversity and inclusion in the Agency, respecting and actively including each other. 
Success measures
To ensure we continue to deliver on our diversity and inclusion priorities, a combination of the following quantitative and qualitative mechanisms will be used: 
diversity metrics recorded in our Agency’s Human Resource Management System
results from the APS Employee Census across the areas of diversity and inclusion
an annual diversity and inclusion survey to assess the effectiveness of this strategy
level of employee engagement with diversity and inclusion actions
feedback from employees at every stage of the employee life cycle
feedback from our recruitment processes 
procurement activity, and
benchmarking tools across the APS and broader community. 
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	1. Be a diverse, culturally safe, confident and capable workplace
	

	Element
	Description
	Commitment

	Be a diverse workplace
	Attract and retain diverse employees and ensure they have a positive employee experience. This includes increasing the representation of underrepresented groups, such as Aboriginal and Torres Strait Islanders in our Agency. 
	1.1.1. Undertake specific and targeted recruitment actions to attract and employ people from diverse groups to meet or exceed APS-wide targets, including:
· People Strategies to lead the creation and maintenance of identified positions for diverse employees, and ensure this is a consideration in workforce planning and recruitment processes
· People Strategies to lead engagement with targeted recruitment programs, platforms and organisations
· People Strategies to ensure our website and job advertisements welcome applicants from diverse groups, explain why we value diversity and inclusion and highlight our diversity and inclusion achievements and practices, and
· People Strategies to record and monitor recruitment actions. 
1.1.2. Ensure inclusive recruitment practices and processes (and this is reflected in any feedback from applicants), including:
· People Strategies and recruitment panels to ensure all applicants are asked if they require any reasonable adjustments, and any actions taken are recorded in the selection report
· People Strategies to ensure diverse recruitment panels are used wherever possible (e.g. different genders, classifications, teams, backgrounds and experiences), and
· People Strategies and the WIN to develop and provide guidance on inclusive recruitment practices to recruitment panels to ensure any reasonable adjustments, inclusive language and other practices are used.
1.1.3. People Strategies to actively seek, consider and address feedback from employees about what makes the Agency a great place to work, where we could do better and barriers to retention, such as from the APS Employee Census, employee surveys and exit interviews.  
1.1.4. People Strategies will promote the benefits of disclosing diversity data to build a culture where employees feel safe in disclosing their diversity.

	Be a confident and capable workplace on diversity and inclusion matters
	Build employee awareness, connection to and active engagement with diversity and inclusion, including matters that may not affect them personally. Build the Agency’s capability and confidence on diversity and inclusion matters. 
	1.1.1 People Strategies and the WIN to lead engagement with memberships and networks to identify and share learnings, resources and opportunities to build diversity and inclusion capability. 
1.1.2 People Strategies and the WIN to encourage high levels of positive engagement in diversity and inclusion capability building initiatives by employees at all levels and from different areas, for example:
· celebrating days of significance
· training
· programs, and
· networking and mentoring opportunities.  
1.1.3 Build the awareness, capability and confidence of our senior leaders and managers to lead diverse and inclusive teams in a consistent way. People Strategies to review and provide guidance and training, such as on flexible working arrangements, reasonable adjustments, managing different working styles and supporting employees returning from long term leave. 

	Be a culturally safe workplace
	Develop and build a culturally safe workplace that better understands, promotes and embraces all diversity groups and their cultures. 
	1.1.4 People Strategies and the WIN to develop and implement a Reconciliation Action Plan (RAP) – Reflect accredited by Reconciliation Australia by December 2020 to support the national reconciliation movement. This step will allow us to scope our capacity for reconciliation with a view to develop a RAP – Innovate by July 2022 and implement reconciliation initiatives that achieve our vision for reconciliation. 
1.1.5 Observe and promote cultural protocols and practices by employees where appropriate, for example:
· using the Welcome to Country and Acknowledgement of Country protocols where appropriate, 
· including an message in our signature blocks and website that acknowledges the traditional custodians of the land in which we work, and
· displaying official gifts we have received in our office/reception to raise awareness of the diversity groups we engage and interact with. 
1.1.6 Celebrate days of significance for diversity groups such as NAIDOC Week, Pride Month, International Day of Persons with Disabilities, Harmony Day, International Day Against Homophobia, Transphobia and Biphobia, International Women’s Day, International Day of Older Persons led by the WIN and People Strategies. 
1.1.7 People Strategies and the WIN to provide and encourage employee engagement in cultural capability building and immersion initiatives such as Jawun and ‘reverse secondments’.. 
1.1.8 Legal and Procurement to lead opportunities for Aboriginal and Torres Strait Islander peoples to engage in our business such as by actively seeking Indigenous suppliers through the Commonwealth Indigenous Procurement Policy. 

	2. Embed inclusive practices in the way we work 
	

	Inclusive practices, policies and procedures 
	Diversity and inclusion is everyone’s responsibility and everyone should be part of the solution. Diversity and inclusion is also our everyday business – it is the norm, not the exception. 
	2.1.1 People Strategies and the WIN to engage regularly with employees from different areas in the Agency and from all levels on diversity and inclusion actions. This includes providing a calendar of diversity and inclusion events and initiatives and tracking employee engagement with the actions. 
2.1.2 The Agency to continue to ensure a safe and healthy workplace by responding appropriately and quickly to inappropriate behaviours if and when they occur.
2.1.3 Continue to provide a diversity and inclusion perspective in the Agency’s work and on workplace matters, for example:
· ensuring diversity and inclusion is a standing item on relevant leadership discussions and branch and section meetings to consider whether the Agency’s work will impact on diversity and inclusion and if so, how the Agency will address it
· People Strategies to review consultation arrangements to include consideration of diversity and inclusion issues 
· ensuring the WIN continues to be a standing member of the Employee Consultative Forum (ECF) and employees have an opportunity to provide feedback from a diversity and inclusion perspective, and
· Legal and Procurement to ensure we continue to comply with relevant policies in procurement such as the Workplace Gender Equality Procurement Principles and the Indigenous Procurement Policy. 
2.1.4 Continue to provide inclusive work practices as standard practice, review work practices to eliminate or reduce barriers which prevent full participation at work and provide guidance on these practices, for example:
· promoting the use of flexible work arrangements for a variety of reasons, and by a variety of employees (e.g. not just in relation to family and caring responsibilities, not just by women)
· the WIN to develop an inclusive language guide and consider the use of optional pronouns in signature blocks
· People Strategies to review corporate documents to ensure the use of inclusive language
· People Strategies to continue providing workstation assessments and reasonable adjustments in a timely manner
· Corporate and Member Services to review emergency procedures to ensure they are inclusive and personal evacuation plans are offered where needed, and 
· continuing to provide and support leave for a variety of personal reasons such as to attend religious obligations, take part in activities associated with an employee’s culture or ethnicity, to undertake ceremonial obligations including participation in NAIDOC events and for domestic and family violence reasons. People Strategies to consider developing guidance on leave entitlements specific to diverse employees. 
2.1.5 Review Agency facilities to ensure they are inclusive and make adjustments wherever possible, for example:
· Corporate and Member Services to consider inclusive bathrooms in any future lease agreement (for all genders and abilities)
· People Strategies to continue to ensure we are a breastfeeding friendly workplace, and
· Corporate and Member Services to consider spaces for employees to pray, reflect and for other cultural purposes.

	3. Lead by example 
	

	Champion diversity and inclusion in the Agency
	Everyone in the Agency is responsible for driving and proactively contributing to a diverse and inclusive workplace. Our senior leaders champion and model inclusive behaviours. 

	3.1.1 Continue to support and empower employees to champion diversity and inclusion through an employee led network open to all employees, including continued executive endorsement and funding as well as administrative support by People Strategies.  
3.1.2 All employees including our senior leaders champion and model inclusive behaviours. 
3.1.3 People Strategies to incorporate inclusive behaviour when developing or reviewing any Human Resources strategies, policies, forms and intranet content.
3.1.4 People Strategies to highlight diversity and inclusion in future reviews of our Agency Vision and Values.

	The Agency is a leader in diversity and inclusion 
	The Agency is a leader in diversity and inclusion in the broader APS and community through best practice, ensuring the Agency is an employer of choice. 
	3.1.5 People Strategies and the WIN to lead engagement with memberships (e.g. Pride in Diversity, Australian Network on Disability, Diversity Council of Australia) and networks to identify and leverage best practice.  People Strategies and the WIN to monitor engagement with memberships and networks to ensure value to the Agency. 
3.1.6 People Strategies and the WIN to identify, contribute to, increase opportunities for collaboration and engagement with diversity and inclusion actions in the portfolio, with other small agencies, the APS and broader community. 
3.1.7 Celebrate and promote our diversity and inclusion achievements in the APS and broader community by:
· rewarding employees for diversity and inclusion efforts, and
· highlighting our achievements on our intranet and external website. 
3.1.8 People Strategies and the WIN to identify relevant benchmarking tools to measure our diversity and inclusion across the APS and broader community, and shape how we can improve. For example:
· Workplace Gender Equality Agency (WGEA) Employer of Choice for Gender Equality citation
· Pride in Diversity’s Australian Workplace Equality Index
· Diversity Council of Australia’s Inclusion@Work Index
· Australian Network on Disability’s Access and Inclusion Index
· Reconciliation Australia
· Multicultural access and equity reporting, and
· Breastfeeding Friendly Workplace Accreditation.
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