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Introduction

The demographic compositions of Australian workforces
are changing. Victoriais one of the fastest growingand most
diverse statesin Australia. Harnessing diversity is therefore
essentialto facing new challengesin terms of productivity,
skill shortages, global labour market competitionand an
ageing population (Berman & Victorian Equal Opportunity
and Human Rights Commission 2008; Nicholas et al. 2001).
Evidence has shown thatracial diversity supports creativity
andinnovative thinking, greater employee commitmentand
team performance, larger market share, and better customer
and client satisfaction (Paradies et al. 2009).

Thereisalsoanincreasingneedtorespondtoissues of
race-basedanti-discriminationin the workplace. Race-based
anti-discrimination has negative outcomes forindividuals and
society, resultingin considerable social and economic costs.
Thereisstrongevidence ofalink between race-based anti-
discriminationandill-health, especially mental health problems
such asanxiety and depression (Paradies 2006; Williams
&Mohammed 2009).

Inthe workplace, where many people spend alarge proportion
of their time, race-based anti-discriminationis associated
withincreased blood pressure, poorjob quality, reduced
organisational productivity, commitment, trust, satisfaction
and morale as wellasincreasesincynicism, absenteeismand
staff turnover (Trenerry, Franklin & Paradies 2012). Loss of
productivity, skillsand innovation are also major costs arising
fromdiscriminationinthe workplace (Trenerry, Franklin

& Paradies 2012).

Why focus at the workplace level?

Workplaces have beenidentified both as places where race-
based anti-discrimination occursand asapriority setting
where anti-discrimination and diversity can be supported and
enhanced (Trenerry, Franklin & Paradies 2012). Workplaces
provide anatural environment for contact between people
from diverse racial, ethnic, cultural, religious and linguistic
backgrounds. Therefore, workplaces can play animportant
rolein modellingand enforcing anti-discrimination standards.

Legislative requirements under the Victorian Charter of

Human Rights and Responsibilities 2006 and the Victorian Equal
Opportunity Act 2010 include obligations for employers and
workplacesrelatingtorace, ethnicity and religion. This
providesastrongcase for takingamore proactive approach
toresponding todiversity and discriminationin the workplace.

Benefits of conducting
aworkplace assessment

Undertakingaworkplace assessmentisaprovenapproach
tosupporting best practicein workplace diversity and anti-
discrimination (Trenerry, Franklin & Paradies 2010; Trenerry
&Paradies 2012). Conductingaworkplace assessment provides
aprocess forreviewingand planning forimproved practice
acrossarange of organisational functions. The assessment
process gathersbaselineinformation from which to plan for
diversity and anti-discrimination and against which progress
canbe measured. Therefore, the process functions as both
aplanningtooland asameans toestablish organisational
accountability. The very process of undertakinga workplace
assessment makesastrongstatement toyour workforce,
clientsand community that your organisation values diversity
andiscommitted tocreatinga workplace environment thatis
free fromdiscrimination.

Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool



Purpose of the workplace
assessment tool

The workplace diversity and anti-discrimination assessment
toolhasbeendesigned to guide organisations through a series
of best practice statements and examples. The tool has been
structuredtoassesscurrent policy and practice through the
involvement of aninternalassessment committee consisting
of representatives from key organisational areas, including
human resources, senior leadership, community services,
administration, finance, communications and policy and
planning, as wellasindividuals whose jobroles are directly
concerned with diversity issues. Senior leadership and other
employeesare alsoencouraged to supportand participatein
the process.

While the tool functions as astand-alone self-assessment
process, thereisalsothe opportunity tobringin support of
external partiesto provide additional expertise and prevent
bias. Forexample, external parties mightinclude experts

who have astrongunderstanding of workplace diversity and
anti-discriminationissues who can provide advice, facilitate
meetings and keep discussion on track. Researchers could also
be engaged toconduct formalinterviews and focus groups with
employees sothatissuesabout current policy and practice
canbeaired freely. Through the assessment process, the
toolcollectsimportantinformation about current policy and
practice fromavariety of sources, including organisational
documents, discussion or formalinterviews and focus groups
with employees. Findings and recommendations from the
assessment processinform the development of anaction plan.

Thetoolhasbeendevelopedinthe contextofinternal workplace
andemployeeissuesanddoes not focus onarganisational
functionsrelatingtoservice delivery or external community
engagement. The toolalso focuses at the level of organisational
policy and practice. Additionalinformation aboutindividual
employee attitudes, behaviours and experiences can be gathered
through otherevaluative tools, such as employee surveys.

Committing to an ongoing process
of assessment

The process of organisational assessment should be viewed as
anongoing process. Thistoolrecognises that some organisations
willbe furtheralongin this process, while others may just be
beginning. Whichever stage your organisation is at, the tool
provides an opportunity toengage inan ongoing process of
assessmentand planning, which can be reviewed according
toorganisational needs, for example annually or biennially.

Thetoolfunctions asaguide to generate discussion and
reflection, rather than asameasure of organisational or
individual performance. A key purpose of the toolis toidentify
key organisational strengths, as well as opportunities for
continuous learningand improvement. Asaplanning tool, the
assessmentalsoprovides the opportunity to setrealistic goals
for progressingissues of diversity and anti-discrimination
withinthe workplace, over both the shortand longterm.

Development of the workplace
assessment tool

The workplace diversity and anti-discrimination assessment
toolhasbeendeveloped followingacomprehensive review

of global literature on how to best assess workplace policy

and practiceinrelation todiversity and anti-discrimination.!
Akey finding of the review was that atooltoassess diversity
and anti-discrimination workplace practices within an
Australian context was not currently available, which led to the
development of this tool.

Thetoolwas developed for organisations taking partinaplace-
based pro-diversity and anti-discrimination program run by
VicHealth: the Localities Embracing and Accepting Diversity
(LEAD) Project.? The tool has been piloted with two local
government councilsin Victoria. Based on this piloting, the tool
hasbeenrefined for use within other organisational settings.

1The Racial Diversity Workplace Assessment Tool was developed through anintegration of key theoretical conceptsand best-practice examples gained from
areview of global literature and approachesto organisationalassessment (see Trenerry et al. 2010). While the development of the toolencompasses a broad
spectrumof theoreticalissues consideredin this review, specificitems were drawn and adapted from the following sources, based on their suitability for
Australianworkplace settings (see Bowen 2004; Department of Immigration and Citizenship 2008; Executive Leadership Foundation 2003; University of
Melbourne, Merri Community Health Services and the Centre for Culture, Ethnicity and Health 2014; Mungabareena Aboriginal Corporation & Women’s Health

GoulburnNorth East 2008).

2Seethe VicHealth website for more information on LEAD: www.vichealth.vic.gov.au
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Conducting the assessment

How to conduct the assessment

The followingacts asaguide to the number of stepsinvolved in conductinga workplace assessment.

Table 1: Suggested steps in conducting a workplace assessment

. Purpose/further
- details

1 Communication

2 | Establishan i Assessment

¢ committee

. assessment
¢ committee

Person(s)
responsible

Board, chief
executive

officer (CEQ)

and senior
leadership

Input from

CEO and senior
leadership

Support fromthe

¢ board,CEOand
¢ senior leadership

iscritical for the
gaining of support
forthe assessment

process.

. Thisworkinggroup
: takescentral
© responsibility for

coordinatingand
providing oversight
totheassessment
process.

Support for the workplace assessment can be shown

¢ through written or verbal communication to staff
¢ andensuringthat necessary time and resources are

available to conduct the assessment (e.g. before the
assessmentisundertaken, the CEO or board member
couldissue ageneralannouncement to all staff about
the purpose of the assessment, what may be expected

of staff,and what the organisation will do with the
¢ findings).

. Anassessment committee of approximately 6to 8
. peopleisestablished tolead the assessment process.
. Thisincludes staff representing key functions within

the organisation such ashumanresources, senior
leadership, community services, administration,
finance, communications and policy and planning,
aswellasindividuals whose job roles are directly
concerned with diversityissues. The teamitself should
reflect the diversity of the workforce. People who are

. wellpositioned within the organisation and sensitive
. todiversityissues should be appointed to lead the

assessment processand chairassessment committee
meetings. Alternatively, external parties who have
astrongunderstanding of workplace diversity and
anti-discriminationissues may beinvited to facilitate
meetings and help to prevent bias.

Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool



No. Task Person(s) Purpose/further Suggested steps

responsible  © details
3 Identification . Assessment : Organisational . Theassessment committee identifies key organisational
of documents committee documents provide documentstobereviewedintheassessment process,
. anindication of i suchas:
. organisational ¢« mission, vision, values statement

policy and practice
i andsupport

. responsesonthe
assessment tool. * annualreports

» strategicplans

» organisational website

.+ staff,boardandvolunteer orientation materials

. multicultural, diversity and reconciliation plans

* humanresource strategic plans, policy and
procedures manual

. copies of currentandrecentjob postings, with
associated position descriptions

¢+ dissemination policies and procedures for job postings
 selection, recruitmentandinterviewing guidelines
» performance evaluation guidelines

.« dataonrace, ethnicity, culture, religionand/or
spoken languages collected in human resource
management systems

i+ otherrelevantdocuments.

4 Completingthe @ Assessment © Throughaprocess ¢ Theassessment committee reviews documents before
. assessmenttool | committee . ofdiscussion, A meeting to work through the assessment tool. Based
the assessment onthese documents, the committee works through
committeeidentifies each questionintheassessment tool. Key discussion

current policy and pointsandresponsesarerecorded intheassessment

i practice foreach i tool.Otherstaff may be approached toassist with data

questiononthe gatheringactivities. This could include discussion with

assessment tool. key staff, or formalinterviews/focus groups conducted

byanexternalparty sothatissuescanbeaired freely
andto prevent bias.

5 Finalising the Assessment The assessment The assessment committee should now beinapasition
¢ assessmenttool @ committee © committee finalises tofinalise responsesintheassessmenttool, including
responsesinthe recommendations and priorities for further action.
assessment tool.

6 : Action ¢ Assessment . Involvingtheboard | Inthefinalstage of the assessment process,
planning and committee and/or senior assessment committee members develop anaction
communication leadershipinthe plan. The Board and/or senior leadership should be
to staff development of involved in developingand endorsing the action plan

theactionplanand and communicating the plan to all staff.
i communicating
©ittoallstaff

provides ongoing
accountability tothe
assessment process.

VicHealth 7
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How long does the workplace
assessment take?

Dependingon the size of the organisation and the complexity of
theissuesdiscussed, theassessment process can be completed
over a half or full day meeting of the assessment committee or
overanumber of meetings. Aninitial meeting should be held to
introduce memberstotheassessmenttooland process, and
toidentify organisational documents. Sufficient time should
thenbe provided for members toread through organisational
documents before meeting to work throughitemsin the tool.
Assessment committee members should be encouraged toread
through alldocumentation and attend all meetings.

Further recommendations for an
effective assessment process

Toensurethatthe process of assessmentis effectivein
improving workplace diversity and anti-discrimination, further
recommendationsinclude:

+ engage the Board and/or senior leadership early on to endorse
and support the assessment process (e.g. senior leadership
may be approached to nominate and approach employees
for theirinvolvement onthe assessment committee. The
Board and/or senior leadership should again be engagedin
developing the action plan and communicating findings to
all staff

« iffeasible, engage anindependent skilled facilitator who
hasastrongunderstanding of workplace diversity and
anti-discriminationissuesto guide the process and keep
discussion on track

* encourage assessmentcommittee memberstoread through
alldocumentationand attend all meetings. If feasible,
structure meetingstoinclude a longer half day or full day
meetingtoensureallmembersareinattendanceand that
momentum is maintained

* manage group dynamics and potentialresistances by
reinforcing that the assessmentis notaboutindividual or
organisational performance but a commitment to addressing
gapsin practice and policy

» ensurethatthe people fromdiverse racial, ethnic, cultural,
religious and linguistic backgrounds are wellrepresented
inthe group as theseindividuals may have a clearer
understanding of how process and policies create unfair
treatmentandinequality

» berealisticinsettingofactionsand priorities according to
organisational needs and priorities

» provide opportunities forassessment committee members
toreflect on how the process has changed their own thinking
and practice. Changes toindividual practice are another
important outcome of the assessment process.

Glossary of terms

An Aboriginal and/or Torres Strait Islander person
issomeone who:

» isadescendent of the First Peoples of Australia

 identifiesasanAboriginaland/or Torres Strait
Islander person

» isaccepted by the community in which they live asan
Aboriginaland/or Torres Strait Islander persan.

Anti-discrimination refers to treatment which resultsin
equal power, resources or opportunitiesacross people
from different racial, ethnic, culturaland/or religious
backgrounds (Paradies et al. 2009).

Diversityis used to describe variation between peoplein
termsofarange of factorsincluding ethnicity, national
origin, gender, ability, age, physical characteristics,
religion, values, sexual arientation, socioeconomic class,
or life experiences (Bowen 2004). For this resource,
‘diversity’isusedas ashorthand termand refers toracial,
ethnic, cultural, religious and/or linguistic diversity.
Thetermisinclusive of Aboriginaland/or Torres Strait
Islander people.

Race-based anti-discrimination refers to those
behaviours or practices thatresultin avoidable and unfair
inequalities across groupsin society on the basis of race,
ethnicity, culture and/or religion (Paradies et al. 2009).

Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool



Workplace diversity and
anti-discrimination assessment tool

Structure of the tool

Thetoolisstructuredaccordingto five domains representing
key organisational functions, as outlined below.

Domain 1 Organisational profile

Thisdomain provides a profile of the organisation, including
the extent to whichacommitment todiversity and anti-
discriminationisreflectedin organisational goals, values and
statementsandthe physicalenvironment. Organisational goals,
values and statements provide information on organisational
commitment todiversity and anti-discrimination, while the
physicalenvironment, including signs and symbols and other
measures toaccommodate diversity in the workplace, help
toprovide awelcoming environment for people from diverse
racial, ethnic, cultural, religious and linguistic backgrounds.
The physicalenvironment can be assessed by walking through
the organisational buildings, office and meeting spaces and
staff amenities.

Domain 2 Diversity planning and resources

Thisdomain assesses whether the organisation hasawaorkforce
diversity planand otherresourcesto supportdiversity and
anti-discriminationinthe workplace. Key questionsinclude

the extenttowhichthe organisation plans forand sets goals
forincreasing the diversity of the workforce; has policies and
procedures foraddressingrace-based anti-discriminationin the
workplace and makes resources available to support diversity
and anti-discrimination activities.

Domain 3 Communications

Thisdomain assesses organisational communications and
the extent towhich the organisation provides guidelines,
protocolsand otherresources for staff for communicationsin
relation to people from diverse backgrounds. Organisational
communications, such as key publications and the
organisational website, provide important information about
the organisation andthe extent to which the organisation
supportsdiversity and anti-discrimination. Ensuring that
organisational publications containimages of people from
diverseracial, ethnic, cultural, religious and linguistic
backgrounds, are free from bias and use appropriate
terminology can enable peaple from diverse backgrounds

to feelwelcome andincluded. The development of guidelines
and protocolsalso providesimportantinformation to staff
about how to communicateinrelation to people from

diverse backgrounds.

Domain 4 Human resources

This domainassesses key humanresource and employment
policies, processes and practices to support the employment
andretention of people from diverse racial, ethnic, cultural,
religious and linguistic backgrounds, as well as opportunities for
trainingandrewarding staff performancein relationtoworkplace
diversity and anti-discrimination. Thisincludes recruitment and
selection processes, theinvolvement of managers andretention
processes, diversity and anti-discrimination training programs for
staffand managers, performance reviews and exiting processes.
Human resource and employment practices are essential to
increasingand managing workforce diversity. Thisis especially
important given that significant barriers exist for people from
diverse backgroundsin seekingand gainingemployment. Many
of these barriersare hidden and subtle, such asrecruitment
practicesthat areinaccessible to people from diverse
backgroundsand biasesin selection (Dipboye & Colella 2005).

Domain 5 Data collection and monitoring

Thisdomain assesses the collectionand monitoring of employee
data, compliance with anti-discrimination regulations

and laws, monitoring of complaints of race-based anti-
discriminationin the workplace, and the evaluation of diversity
initiatives and programs. The collection and ongoing monitoring
of employee data providesimportantinformation about the
composition of the workforce, where the diverse compaosition
of the workforce isanimportantindicator of organisational
commitment to diversity. Ongoing data collection and
monitoring of, for example, complaints of race-based anti-
discrimination, and evaluation of diversity initiatives provides
animportant foundation from which to measure progressin
relation to workplace diversity and anti-discrimination.

Instructions for completing the table

The table comprises five columns, which can be completed
as follows:

* Column1l -Itemdescription (nottobe completed).

» Column 2 - Examples of best practice to guide discussion
of the assessment committee (not to be completed).

» Column 3 —Record key discussion paints of current policy
and practice through the assessment committee process.

* Column4 - List supportingdocuments, including policies,
procedures, publications or website materials. Documents
canbeattached orsavedinanelectronic file with the final
version of the assessment tool.

e Columnb5 - Listrecommendations for furtheraction and note
the priority for each actionitemonthe scale from 1 (lowest)
to 5 (highest) or notapplicable (N/A).

VicHealth
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Domain 1 Organisational profile

This domain provides a profile of the organisation, including the extent to which a commitment to diversity and anti-discrimination
isreflected in organisational goals, values and statements and the physical environment.

Recommendations

Item Best-practice examples Current policy Supporting
¢ and practice ¢ documents ¢ and priorities for
: : ¢ furtheraction
1.1. The organisation . Acommitmenttodiversity : Priority
values, and and anti-discrimination 1 2 3 4 5 N/A
iscommitted isanexplicit partofthe ‘
to, diversity organisation’s mission, O O O O O O
and anti- values, goals and other Loweovrrovinniinnn High
discrimination relevant documents
* Organisational commitment
todiversity and anti-
discriminationisregularly
communicated and
promoted to staff
Creating a welcoming environment
1.2. The organisation . Thereisapolicyor A Priority
acknowledges acknowledgment statement 1 2 3 4 5 N/A

and provides
awelcoming
environment for
Aboriginaland
Torres Strait
Islander people

and communities

recognising Aboriginal
and Torres Strait Islander
people as First Peoples
and Traditional Owners
of the land

* Thereisspecificsignage
and symbols of welcome
inrecognition of
Abariginaland Torres
StraitIslander people and
communities (e.g. flags,
acknowledgement plaques,
posters, artwork)

. The organisation

providesa
welcoming
environment
for people
fromdiverse
racial, ethnic
and cultural
backgrounds

00000

O

* The physicalenvironment
reflects the diversity of
the workforce and local
community or service
population

* Examplesinclude signage,

décor, reading materials,
posters, noticeboarditems,
staffamenities, prayer
rooms, catering options

Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool

O0O00O0O

olowe High

PLOW. High
Priority
1 2 3 4 5 N/A
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Domain 2 Diversity planning and resources

This domain assesses whether the organisation hasaworkforce diversity plan and other resources to support diversity and anti-
discriminationin the workplace. Key questionsinclude the extent to which the organisation plans for and sets goals forincreasing
the diversity of the workforce; has policies and procedures for addressing race-based anti-discrimination in the workplace and

makes resources available to support diversity and anti-discrimination activities.

2.1. Theorganisation
plans for
workforce
diversity

Current policy
: and practice

Supporting

: documents

Recommendations
and priorities for

. furtheraction

» Waorkforce diversity

plans specify goals for
the composition of the
workforce and strategies
forachieving these goals

* Workforce diversity

planningis linked to
strategic planning
processes

¢ = Senior leadership and

managers are actively
involved in workforce
diversity planningand
communicating plansto
the workforce

* Workforcediversity plans

have been developedin
consultation with staff,
including staff from diverse
backgrounds

2.2. The organisation
has specific
policiesand
procedureson
responding to
race-based anti-
discrimination

Priority
1 2 3 4 5 N/A

00000 O

.+ Policiesand procedures

include procedureson
anti-discrimination code of
practice and consequences
forstaffengagingin
discriminatory practice
and behaviour

» Policiesand procedures

include a process for
making and responding to
complaints of race-based
anti-discrimination

* Policiesand procedures

include examples of
discriminatory practice
and behaviour

A Priority

1 2 3 4 5 N/A

00000 O

Polowe High

VicHealth
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Current policy
: and practice

Supporting

documents

Recommendations
and priorities for

. furtheraction

2.3. The organisation

* Thereisaposition(s)

Priority

allocates designated to handle 1 2 3 4 5 N/A
adequate workforce/workplace
resourcesto diversityissues 00000 O
workforce/ « Acommittee ofkeypeople LOW....oooviiiiinn. High
vx{orkp.lace within the organisation,
d"’e"s't}’ including senior managers,
a.nda.nt.|— . coordinates and oversees
discrimination workfarce/workplace

diversityissues

« Internalandexternal

diversity expert(s) are

consultedin developingor

modifying the organisation’s

workforce/workplace

diversity practices when

needed

2.4. The organisation .« Thecalendaris : Priority

hasacalendar
of significant
culturaland
religious
observances

regularly maintained

and communicated and
promoted to staff (e.g. the
significance of certain days
or periods)

« Significant days or periods

are takenintoaccountwhen
planning meetings and
otherevents (e.g. catering
requirements)

1 2 3 4 5 N/A

. O0000 O
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Domain 3 Communications

Thisdomain assesses organisational communications and the extent to which the organisation provides guidelines, protocols and
otherresources for staff for communicationsin relation to people from diverse backgrounds.

Current policy
¢ and practice

Supporting

documents

Recommendations
and priorities for

further action

has aprocess for
communications
inrelationto

-+ The organisation has

aprocess, protocol
orstyle guide forall
communicationsinrelation

: Priority

1 2 3 4 5

00000

N/A

O

communications
and publications

PoLlow. High

people from topeople fromdiverse Low.oe High
diverseracial, backgrounds
ethn.ic,cultural, Processesand protocols
rlel|g|.ou.sand have been developedin
linguistic consultation with people
backgrounds from diverse racial, ethnic
and cultural backgrounds
toensure appropriate
terminology is used
(e.g. forthe localarea)
Processesandprotocolsare
communicated to all staff
. Organisational The organisation maintains Priority
publications alibrary ofimages of people 1 2 3 4 5 N/A
contain from diverse backgrounds
referencesto toincludein publications 00000 O
andimages of Adiverse range of images EOW e
pgoplefronj areused on all publications,
dlver.seraual, including the organisational
ethn.lc,cultural, website and other
religious and promotional material
linguistic
backgrounds
. Thereisa Written policies and Priority
process for publications are monitored 1 2 3 4 5 N/A
monitoring toeliminate biasandensure
policies, inclusive language OO0000O O

VicHealth
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Domain4 Human resources

Thisdomain assesses key humanresource and employment policies, processes and practices to support the employmentand
retention of people from diverse racial, ethnic, cultural, religious and linguistic backgrounds, as well as opportunities for training
and rewarding staff performance inrelation to workplace diversity and anti-discrimination.

4.1. Job
advertisements
and application
informationis
accessible to
people from
diverseracial,
ethnic, cultural,
religious and
linguistic
backgrounds

Current policy

¢ and practice

Supporting

documents

Recommendations

¢ and priorities for

» Jobadvertisementsare
writtenin plain English

» Jobapplicationinformation
includesastatement
regarding organisational
commitment todiversity,
anti-discrimination and
equal opportunity

: * Jobapplicationinformation

includes a plain English
guide on how to apply

* Images of people from
diverse backgrounds are
included in promotional
material

» Jobsareadvertised through
culturally and linguistically
diverse media outlets
(e.g. ethnic community
newspapers, Koori Mail,
radio), formaland informal
community organisations
and networks

e The organisation engages

and advertises jobs with
employment agencies
who specialise in finding
candidates from diverse
backgrounds

4.2. Position
descriptionsand
selection criteria
arerelevant
and accessible
topeople from
diverseracial,
ethnic, cultural,
religious and
linguistic
backgrounds

Priority
1 2 3 4 5 N/A

O0O000 O

. Position descriptions

and selectioncriteriaare
writtenin plain English

« Selectioncriteriaareclear
andrealisticandinclude
only the skills, qualifications
and experience required for
thejob

© « Thenumberofselection

criteriaarereducedor
prioritised according to the
requirements of the job

» Valuingdiversity and
workingin adiverse
workforceis specifiedin

position descriptionsand/or

selectioncriteria

14 Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool
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1 2 3 4 5 N/A
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Current policy
: and practice

Supporting

: documents

Recommendations

¢ and priorities for
¢ furtheraction

4.3. The organisation
provides work
experience
opportunities
and employment
pathwaysto
supportthe
employment

of people from
diverseracial,
ethnic, cultural,
religious and
linguistic
backgrounds

Work experience, work
placement or work-ready
programs

Traineeships, cadetships
and graduate programs
(e.g. linking with Australian
Public Service programs)

Priority
1 2 3 4 5 N/A

00000 O

olow.e. High

Selection

4.4. The organisation
iscommitted
to breaking
down barriers
inthe selection
process for
applicants from
diverseracial,
ethnic, cultural,
religious and
linguistic
backgrounds

Allqualified applicants
with eligibility to workin
Australia are considered
(e.g.regardless of local
work experience)

Shortlisting processes
include measures to monitor
bias towards applicants
fromdiverse backgrounds
(e.g.identifying
informationis removed
from applications before
assessment)

Interview panels are aware
of discriminatory practices
inselectionandareaware
of the barriersin selection
processes for people from
diverse backgrounds

Interview panelsinclude
people from diverse
racial, ethnicand cultural
backgrounds

Measures to positively
discriminate towards
applications of equal merit
fromdiverse backgrounds
areconsideredinorderto
build adiverse workforce

Priority
1 2 3 4 5 N/A

00000 O

ELOW. . High

VicHealth
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Best-practice examples

4.5. The organisation
actively
supportsthe
retention of
people from
diverseracial,
ethnic, cultural,
religious and
linguistic
backgrounds

Current policy Supporting Recommendations
i and practice ¢ documents . and priorities for

¢ furtheraction

The organisationhasa
formalplanand process for
retaining staff from diverse
backgrounds

Where necessary, thereare

positionswithrespansibility E

forretaining staff from
diverse backgrounds

The organisationhasa
mentoring program

The organisation supports
informal or formal
networking groups for
employees from diverse
racial, ethnicand cultural,
religious and linguistic
backgrounds

The organisation supports
English language courses
foremployees not proficient
inEnglish

Where necessary, the
organisation provides
documentsinlanguages
otherthan English toassist
employees not be proficient
in English (e.g. employment
forms, policies)

Significant culturaland
religious observances are
accommodated through
leave and flexible working
arrangements

4.6. The organisation
requires active
supportfrom
managersin the
employment
andretention
of people from
diverseracial,
ethnic, cultural,
religious and
linguistic
backgrounds

Priority
1 2 3 4 5 N/A

O0000 O

LOW.. .o High

The organisation
considers specialised
training for managersin
valuingdiversity and non
discrimination, including
awareness of employment
barriers for people from
diverse backgrounds, and
processes forresponding to
complaints of race-based
anti-discrimination

Managers support
opportunities for staff
fromdiverse backgrounds
todevelop new skills and
gain practicalexperience
working at higher levels
(e.g.actingtemporarily in
theseroles, secondments)

Priority
1 2 3 4 5 N/A

O0O000 O

Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool



4.7. The organisation
recognises
andrewards
performance
inrelation
todiversity

and anti-
discrimination

Current policy
: and practice

Supporting

: documents

Recommendations

¢ and priorities for
¢ furtheraction

* Performancereview

guidelinesinclude
adherence toorganisational
values such asvaluing
diversity and non
discriminatory standards

Employee practice

and behaviourin
relation todiversity

and anti-discrimination
isacknowledged
andrewarded (e.g.
acknowledgement at
meetings, diversity awards
orotherincentives)

Priority
1 2 3 4 5 N/A

O0O000 O

Low........ooonnt High

4.8. The organisation
provides
inductionand
ongoing training
toallemployees

Theinduction program

for new employees and
ongoing training covers
organisational commitment
todiversityandanti-
discrimination

Inductionand ongoing
training covers procedures
onanti-discrimination
code of practice and
consequences for staff
engagingindiscriminatory
practice and behaviour,
aswellasthe process for
making and responding to
complaints of race-based
anti-discrimination

Additional trainingis
provided for staff in working
with people from diverse
backgrounds (e.g. cultural
competency training)

Exiting processes

% Priority

1 2 3 4 5 N/A

- O0000 O

Low............o.... High

4.9. The organisation
provides
anexiting
process forall
employees,
including staff
fromdiverse
racial, ethnic,
cultural,
religious and
linguistic
backgrounds

Exiting processesare
appropriate for people
from diverse backgrounds
(e.g.aninterview is
conducted ratherthan
asurvey;interview is
conducted by someone
otherthanthe employee’s
immediate supervisor)

Exit processesinclude

questionsaboutexperiences

of workinginadiverse
workplace and experiences
of unfair treatment

Priority

1 2 3 4 5 N/A

O0O000 O

: Low........ooeee High

VicHealth
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Domain 5 Data collection and monitoring

This domain assesses the collection and monitoring of employee data, compliance with anti-discrimination regulations and

laws, maonitoring of complaints of race-based anti-discriminationin the workplace, and the evaluation of diversity initiatives and

programs.

5.1.

The composition
of the warkforce
includes people
fromdiverse
racial, ethnic,

cultural, religious

and linguistic
backgrounds

Current policy
i and practice

Supporting
¢ documents

Recommendations
¢ and priorities for

* The workforce compaosition

representsstaff from
adiverserange of
backgrounds (e.g. HR
employee data)

. The organisation

monitors
employee data
inlinewith
workforce
diversity goals

Priority

12 3 45
OO000O0

N/A

O

Workforce composition data
matches Census datafor the
local community or service
population

Datais monitoredand
compared for retention,
promotion, seniority and
turnoverratesacross
diverse groups

. The organisation

iscompliant
with anti-
discrimination
and equal
opportunity
legislative
and policy
requirements
andreviews
complaints of
race-basedanti-
discrimination

The organisationreviews
its compliance with anti-
discrimination and equal
opportunity regulations
and laws

The organisationregularly
reviews complaints of race-
based anti-discrimination
toidentifyanyrecurringor
ongoing problem areas

The organisationregularly
reviews processes for
receivingand respondingto
complaints of race-based
anti-discrimination

. The organisation

evaluates
diversity
andanti-
discrimination
initiativesand
programs

The organisation documents
employee feedback and
suggestionsinrelation
todiversity and anti-
discriminationinitiatives
and programsin terms of
employee involvement

and satisfactionand
effectivenessin meeting
established goals

The organisation formally
evaluatesdiversity and anti-
discrimination initiatives

by using multiple methods
(e.g.surveys, employee
interviews and focus groups)

Localities Embracing and Accepting Diversity (LEAD) Workplace diversity and anti-discrimination assessment tool

Low................. High
Priority

1 2 3 4 5 N/A
O0O000 O
Low................. High
Priority

1 2 3 4 5 N/A
O0O000 O
Low.......ooooeie High
Priority

1 2 3 4 5 N/A
O0O000 O
Low......ooooeen High
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