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Director General’s Message
The Department of Mines, Industry Regulation
and Safety (DMIRS) is committed to creating an
inclusive workplace culture where all employees
are valued and respected.
Therefore, it is with great pleasure I present to you
the DMIRS Diversity and Inclusion Plan 2019-2023.
A diverse workforce not only reflects the
community we serve, it can improve productivity,
generate innovation and creativity and enhance
service delivery.
The department’s Diversity and Inclusion Plan
outlines our key goals, and the specific targets and
strategies we will use to achieve them. The plan
was developed through extensive consultation and
research on best practice in diversity, and aims
to ensure diversity and inclusion principles are
integrated in our day to day business activities.
Key strategies outlined in the plan focus on further developing and strengthening leadership,
best practice recruitment, education, and increasing our employees’ understanding of diversity
and inclusion.
DMIRS is also committed to providing equal opportunities for our employees and recognises that some
areas require greater effort and emphasis to ensure there is equitable workforce representation.
The plan outlines targets to increase workplace representation for women in leadership, Aboriginal
and Torres Strait Islander people, youth and young professionals and people with disability.
I would like to thank the Diversity and Inclusion Corporate Executive Sub-committee for
producing this significant piece of work and look forward to working with DMIRS staff to
implement its strategies.
Implementing the Diversity and Inclusion Plan 2019–2023 will strengthen our department’s current
diversity and inclusion initiatives, introduce new ones to meet our business needs and deliver
strong results, and consolidate our reputation in the State as an employer of choice.

David Smith
Director General, Department of Mines, Industry Regulation and Safety
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Introduction
The Department of Mines, Industry Regulation
and Safety (DMIRS) continually works towards
having a diverse workforce with a collection of
skills, experiences and perspectives reflective
of the Western Australian community. To
support our diverse workforce, DMIRS strives to
maintain an inclusive workplace culture where all
employees are valued, respected and connected.

DMIRS’ Diversity and Inclusion Plan 2019-2023
(D&I Plan) sets out the department’s five year
action plan for building and strengthening
diversity and inclusion in the workplace. The D&I
Plan promotes diversity of thought, perspective,
experience and demographics and looks to
cover a variety of diversity groups including (but
not limited to) women in leadership, Aboriginal
and Torres Strait Islander people, youth (24 and
under), young professionals (35 and under),
people with disability, people who are culturally
and linguistically diverse (CALD) and people of
diverse sexualities and genders.

DMIRS strongly believes diversity and inclusion
is a key component to being a successful
organisation. A diverse and inclusive workforce
can increase operational effectiveness, generate
innovation, create new insights and enhance
service delivery. For these reasons DMIRS
actively promotes diversity, inclusion and equal
opportunity in employment and development.

The D&I Plan has been developed around seven
key strategies:

Strategies
1

DMIRS demonstrates strong leadership on diversity and inclusion matters and ensures diversity
and inclusion principles are integrated into core business processes and plans.

2

Employees are provided with a variety of opportunities to increase their awareness and
understanding on diversity and inclusion matters and subjects.

3

Recruitment and selection practices are inclusive and free of barriers to employment. The
department utilises measures within the Equal Opportunity Act 1984 to achieve equality and
employ diversity.

4

All employees have equal access to development activities and are provided with opportunities to
develop their careers.

5

DMIRS has employment targets to increase the workforce representation of diversity group priority
areas including women in leadership, Aboriginal and Torres Strait Islander people, youth (24 and
under) and young professionals (35 and under) and people with disability.

6

DMIRS promotes the D&I Plan to all staff and members of the community to increase awareness
and demonstrate its commitment to the plan.

7

DMIRS, through the Diversity and Inclusion Corporate Executive Sub-committee, progresses,
reviews, evaluates and amends the D&I Plan to ensure it remains relevant to the business and
achieves tangible diversity and inclusion outcomes for both the department and staff.

The seven sections of the D&I Plan explore each strategy in detail, identifying the department’s progress to date
and outlining the initiatives and performance measures required to ensure the department achieves tangible
employment outcomes and meets its obligations under the Equal Opportunity Act 1984.
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Department’s diversity priorities
The department has committed to four diversity and inclusion priority areas for the life of the D&I Plan.
Diversity priority areas include increasing the workforce representation of:
1. Women in leadership positions (Level 7/SCL 4 and above).
2. Aboriginal and Torres Strait Islander people at all levels within the department.
3. Youth (24 and under) and young professionals (35 and under).
4. People with disability at all levels within the department.
These diversity priority areas have been selected based on the department’s current workforce
representation, public sector employment targets, whole of government diversity priorities and
shared outcomes with other departmental plans such as the Disability Access and Inclusion Plan and
Reconciliation Action Plan.
The Corporate Executive has set employment targets for the life of the D&I Plan. These targets have
been developed in accordance with the Equal Opportunity Act 1984 with consideration given to the
Commissioner’s Circular 2013-04 and 2018-02 and the Public Sector Commission’s Diversification
Strategy 2020-25.
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The table below summarises the department’s employment actuals and targets for the diversity priority
group areas. Detailed tables on employment targets for each priority group can be found in section five of
the D&I Plan.
Diversity Group

30 Jun 2020
ACTUAL

30 Jun 2020
Target

30 Jun 2021
Target

30 June
2022 Target

30 June
2023 Target

Women appointed to SES contracts

42.86%

-

45.45%

47.83%

50.00 %

Women substantively appointed
to tier 2 &3

45.16%

-

46.88%

48.48%

50.00%

Women substantively appointed to
Level 7/SCL4 and above

35.60%

36.1%

37.85%

40.06%

42.55%

Aboriginal and Torres Strait Islander
employees

2.25%

2.6%

2.61%

3.10%

3.64%

Youth (24 and under)

2.25%

2.3%

2.49%

2.79%

3.10%

Young professionals (35 and under)

18.64%

21.1%

19.13%

19.67%

20.22%

People with disability

2.37 %

2.8%

2.61%

2.91%

3.22%

Members of the Corporate Executive (CorpEx) Marka Haasnoot, Gary Newcombe, Julie de Jong, David Smith, Kristin Berger, Phil Gorey and Ian Munns.

Operational and workforce planning
To successfully achieve our employment targets, it is vital that DMIRS plans ahead and focuses on diversity and
inclusion in both its operational and workforce planning processes. The department is currently establishing a formal
approach to workforce planning to ensure the business has a diverse and skilled workforce to meet the current and
future needs of the community.
Through the operational plans, all DMIRS business areas work towards strengthening the department’s inclusive culture
and contributing to improving the workforce representation of women in leadership, youth and young professionals,
Aboriginal and Torres Strait Islander people and people with disability.
Through the department’s performance and development process known as MyPD, the Corporate Executive, senior
leadership team and managers are accountable for the successful implementation and achievement of items set out in
their operational plan which includes the diversity employment targets.
Integrating diversity and inclusion into operational and workforce planning will greatly assist DMIRS in achieving a
diverse workforce and inclusive workplace.
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1. Leading the way
DMIRS aims to be recognised as a leader of
diversity and inclusion within the public sector.
The department strives to achieve this by having a
workforce as diverse as the WA community and a
workplace where all employees are included and
are comfortable in sharing their experiences and
perspectives with those around them.

While significant progress has been made,
further work still needs to be undertaken.
Over the course of the D&I Plan, the department
will implement a number of initiatives to
further integrate and support the achievement
of outcomes and assist DMIRS to be a leader in
this space.

In order to achieve this, the department believes
two key elements are required. Firstly, the principles
of diversity and inclusion need to be integrated into
core business plans and processes. Secondly, there
needs to be strong leadership and accountability
at all levels for the achievement of diversity and
inclusion outcomes.

Future initiatives

In 2018 the department made progress in this
space by:
• Setting up an Equal Employment Opportunity
(EEO) and Diversity Taskforce to examine
strategies for improving the department’s
performance in diversity and inclusion.
• Establishing a Diversity and Inclusion Corporate
Executive Sub-committee to provide leadership
on diversity and inclusion matters and
strengthen governance and accountability on the
achievement of outcomes.

• Diversity and inclusion is reflected in the
Strategic Plan and further integrated into
operational, workforce and performance
management plans.
• Launch a Diversity and Inclusion Award
recognising business areas that achieve
diversity and inclusion outcomes to improve
operational effectiveness.
• Strengthen the capability of ‘Inclusive
Leadership’ in all employees through the
department’s Leadership Development
Framework.
The following table outlines the initiatives the
department will use to lead the way in diversity
and inclusion.

• Integrating diversity and inclusion objectives and
performance measures into all operational plans.

Diversity and Inclusion Sub-committee
To support the implementation of the D&I Plan
the Diversity and Inclusion Sub-committee
has been established with a reporting link
directly to the Corporate Executive. The
Sub-committee is chaired by a corporate
executive member with committee members
representing the different diversity groups
from across the department. The role of the
Sub-committee is to strengthen governance
and accountability on diversity and inclusion
matters at the department and to ensure
diversity and inclusion is a strategic priority.
The Sub-committee also oversees the
work of the committees responsible for the
Disability Access and Inclusion Plan (DAIP)
and the Reconciliation Action Plan (RAP).
This reporting relationship ensures there
is corporate alignment across all plans
and there is a coordinated approach to the
implementation of initiatives.

Erin James, Alex Blackman, Callan Joiner, Bonnie Stewart, Julie de Jong (Chair),
Marka Haasnoot, Gaby Reubenson, Sandy Randall, Anusha Mahendran, Eric Seery,
Guide Dog Sundae, Alyce Rengel, Karine Broux, Ash Duniam.
(Not Photographed: Corelee Heesemans, David Harvey, Paul Maher).
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Strategy 1 - DMIRS demonstrates strong leadership on diversity and inclusion matters and ensures
diversity and inclusion principles are integrated into core business processes and plans.
Responsible
Officers

Initiative

Timeline

1.1 The department’s commitment to
diversity and inclusion is reflected in
DMIRS Strategic Plan.

June
2019

Corporate Executive

1.2 The department’s values
are used to promote inclusion
and help build a positive
workplace culture.

June
2019

Corporate Executive

Strategic Policy

Strategic Policy
Diversity and Inclusion
Sub-committee
Human Resources

1.3 Create a DMIRS statement of
commitment and leadership pledge
on diversity and inclusion.

June
2021

Corporative Executive
Diversity and Inclusion
Sub-committee
Human Resources
Corporate
Communications

1.4 Diversity and inclusion
performance outcomes are
integrated into operational
plans and linked to the performance
plans of Corporate Executives,
senior leadership teams
and managers.

Ongoing

1.5 The D&I Plan is aligned to
workforce planning. Initiatives
and targets from the D&I Plan are
integrated in workforce plans.

June
2021

1.6 Trial a workplace cultural
diversity tool to measure DMIRS
workplace diversity against best
practice standards of the Diversity
Council of Australia.

December
2019

Corporate Executive
Senior Leadership
Team
Managers
Human Resources

Corporate Executive
Human Resources
Senior Leadership
Team
Corporate Executive
Diversity and Inclusion
Sub-committee
Human Resources

Performance Measure
• The theme of a diverse and inclusive
workforce is integrated into the
department’s new Strategic Plan.
• A strong link is created between the
department’s values and the themes of
diversity and inclusion.
• Behavioural statements are developed
to communicate key messages on
diversity and inclusion.
• Statement of commitment and
leadership pledge is created and
published by June 2021.
• Statement of commitment is published
on DMIRS website and social media.
• Leadership pledge is mentioned at
corporate events.
• Employment targets and commitments
to participate in diversity and inclusion
initiatives are documented in all
operational plans.
• The Corporate Executive, senior
leadership team and managers have
performance plans with actions aligned
to building an inclusive workplace and
achieving diversity employment targets.
• Workforce planning framework
is created. The D&I Plan has strong
links with this framework.
• Business areas integrate a number of
diversity and inclusion initiatives into
their workforce plans.
• Investigate the Workplace Cultural
Diversity Tool by the Diversity
Council of Australia by June 2019
and if found suitable utilise the tool
by December 2019.
• If suitable, the Workplace
Cultural Diversity Tool is used to
biannually to measure DMIRS
progress on creating a diverse and
inclusive workplace.
• Findings from the tool are
reported to Corporate Executive
and the Diversity and Inclusion
Sub-committee biannually.
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Strategy 1 - DMIRS demonstrates strong leadership on diversity and inclusion matters and ensures
diversity and inclusion principles are integrated into core business processes and plans.
Initiative

Timeline

1.7 DMIRS investigates obtaining
recognition and certification through
the Australian Workplace Equity
Index and Work180.

December
2019
December
2022
December
2023

Responsible
Officers
Corporate Executive
Senior Leadership
Team
Diversity and Inclusion
Sub-committee
Human Resources

Performance Measure
• DMIRS seeks to become the first WA
State Government ‘Endorsed Employer’
with Work180 by December 2019 for
the purpose of attracting more women
applicants to leadership positions.
• DMIRS investigates the Flex Able
certification to promote the department
as an employer which offers flexible
working arrangements to potential job
candidates by December 2022.
• DMIRS benchmarks its workplace
against other Australian employers
across all sectors for inclusion of
diverse sexualities and genders, using
the Australian Workplace Equity Index
by December 2023.

1.8 Pilot an internal Diversity
and Inclusion Award Program,
which recognises business
areas that achieve diversity and
inclusion outcomes to improve
operational effectiveness.

June
2021

1.9 Build and grow the capability
of ‘Inclusive Leadership’ in
all employees.

December
2019

Corporate Executive
Senior Leadership
Team
Diversity and Inclusion
Sub-committee

Corporate Executive
Human Resources

• Research is undertaken by June 2019
on the format, criteria and design of the
DMIRS Diversity Award.
• Corporate Executive endorses DMIRS
Diversity Award by December 2019.
• DMIRS Diversity Award Program
is launched in March 2020,
with one award presented before
June 2021.
• Embed key elements of the ‘Inclusive
Leadership’ capability into the
department’s capability framework.
• Key programs in the Leadership
Development Framework are
updated to develop inclusive
leadership in employees.
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2. Increasing awareness
and understanding
The department continually works towards
maintaining an inclusive workplace culture where
individual differences are not only respected
but valued. To maintain and strengthen this
culture, it is important for both the organisation
and its employees to continually learn about
contemporary diversity and inclusion matters, to
not only increase awareness and understanding,
but create opportunities to reflect and improve on
how we do business.

In addition to events and programs, the
department uses its policies and procedures as a
tool to increase awareness and understanding on
diversity and inclusion within the workforce.
Over the last 12 months, the department has
undertaken a significant body of work to review
and update its policies and procedures through a
consultative process to ensure they are inclusive
and aligned to best practice.
During the life of the D&I Plan, the department
will continue to review its key policies and
procedures and offer the existing suite of
diversity and inclusion events and programs
with the addition of:

To support employee learning and to increase
awareness and understanding, the department
currently hosts a number of annual diversity and
inclusion events and programs including:
• Managing Mental Health Training

• Equal Employment Opportunity (EEO) Training

• NAIDOC Week Events
• Domestic Violence Awareness Workshop

• Ally and Diverse Sexualities and Genders
Awareness Training

• Disability Awareness Training

• International Day of People with Disability Event

• International Women’s Day Event

• Wear It Purple Day Event

• National Reconciliation Week Events

The following table outlines the initiatives the
department will use to increase awareness and
understanding on diversity and inclusion within
the workplace.

DisABILITY Awareness Training
In 2018, DMIRS provided a number of
employees the opportunity to participate
in a DisABILITY awareness workshop
facilitated by independent disability
consultant Ben Sgherza.
Ben, who is legally blind, provided the group
with a unique and interactive learning
experience focused on the concept of
equitable access and inclusion for people
with disability. Feedback from the workshop
was overwhelmingly positive, with
participants stating that as a result of the
training they have greater knowledge and
confidence when interacting and providing
service to people with disability.
On conclusion of the workshop, participants
reported going back into the workplace and
sharing the learnings with their colleagues
with a focus on improving departmental
business processes to ensure they are
inclusive for all.
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Strategy 2 – Employees are provided with a variety of opportunities to increase their awareness and
understanding on diversity and inclusion matters and subjects.
Initiative

Timeline

Responsible Officers Performance Measure

2.1 Coordinate departmental
Annually
celebrations for significant
days such as International
Women’s Day, Harmony Week,
Reconciliation Week, International
Mother Language Day, NAIDOC,
International Day of People with
Disability, Mental Health Week
and Wear it Purple Day.

Corporate Executive

2.2 Each year a Diversity and
Annually
Inclusion Calendar is created to
promote events in the department
and community.

Human Resources

Senior Leadership Team

• Four corporate diversity events are
held annually.

Diversity and Inclusion
Sub-committee

• Increased representation of staff from
all groups across DMIRS participating
in diversity and inclusion events.

Human Resources

• Positive feedback received from staff.

Corporate
Communications
Corporate
Communications

• Diversity and Inclusion Calendar is
published on the intranet in January
each year.
• Calendar is expanded to include
White Ribbon Day and important days
relevant to the diverse sexualities and
genders community.
• Newsflash articles are published for
all diversity and inclusion days.
• Television screens in DMIRS offices
are used to promote diversity and
inclusion days.
• Social media is used to acknowledge
and promote important diversity
and inclusion days to members of
the community.
• Calendar is expanded to include more
CALD focused days including Chinese
New Year, Refugee Week and Diwali.

2.3 Roll out Diversity and
Inclusion training department
wide as part of the Leadership
Development Framework.

June 2023

Corporate Executive
Senior Leadership Team
Human Resources

• EEO training is considered
an essential course for all
DMIRS employees.
• Training is sourced, developed and
piloted by September 2019.
• 90 per cent of all staff are trained by
June 2023.
• Employees have an increased
awareness of EEO legislation which is
evaluated through assessment.

2.4 Include the topic of
‘managing unconscious
biases’ in all relevant internal
programs in the Leadership
Development Framework.

December
2019

Human Resources

• The concept of managing
unconscious bias is integrated into
relevant internal programs including
the Management Excellence
Development Program (MEDP),
Recruitment and Selection Training
and EEO Training.

2.5 Sponsor employees from
across the department to
attend external diversity and
inclusion events.

Annually

Corporate Executive

• An employee from each group is
corporately sponsored to attend
a diversity and inclusion event
each year.

Senior Leadership Team
Diversity and Inclusion
Sub-committee
Human Resources

• After each event all employees
participate in an internal focus
group on how to transfer the
learnings to DMIRS.
• Feedback from participants
is provided to Diversity and
Inclusion Sub-committee.
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Strategy 2 – Employees are provided with a variety of opportunities to increase their awareness and
understanding on diversity and inclusion matters and subjects.
Initiative

Timeline

Responsible Officers Performance Measure

2.6 Provide all staff with the
opportunity to participate in a
range of training including:

Annually

Corporate Executive
Senior Leadership Team
Human Resources

• Aboriginal Cultural Awareness
• Disability Awareness
Workshop

• Aboriginal Cultural Awareness is offered
throughout the year. Course is piloted
by June 2019.
• Disability Awareness training is
offered a minimum of two times
per year.
• Managing Mental Health courses
are offered quarterly for managers
and employees.

• Managing Mental Health
• Diverse WA Cultural
Competency

• Cultural Competency course is made
available to all employees through
the intranet and training promoted to
customer focused areas.

• Domestic Violence
Awareness Workshop
• Ally and other training to
increase awareness of diverse
sexualities and genders

• Domestic Violence Awareness
Workshop is offered on a
regular basis.
• Invite a member from Pride in
Diversity to deliver diverse sexualities
and genders awareness training.

2.7 Review and promote
policies and procedures to
encourage awareness and
understanding. Key policies and
procedures include:

Ongoing

Corporate Executive
Senior Leadership Team
Human Resources

• Equal Employment Opportunity
Policy and Procedure
• Substantive Equality Policy

• Policies and procedures are reviewed
and updated in line with DMIRS’ policy
review cycle.
• Policies and procedures represent
best practice and are aligned to
the PSC Guidelines and
Commissioner’s Instructions.
• Policies and procedures are
communicated to staff via
newsflashes and inductions.

• Family and Domestic Violence
Procedure

• Employees are aware of their
obligations and rights under the
policies and procedures.

• Grievance Resolution Policy
and Procedure
• Flexible Work Policy
• Health and Wellness Policy
2.8 During policy reviews, policies
are assessed to ensure inclusive
terminology is used for diverse
sexualities and genders.

2.9 Consultation occurs with
a diverse range of staff on the
development of DMIRS policies
and procedures to ensure diverse
perspectives are considered.

June 2019

Corporate Executive
Senior Leadership Team
Policy Review
Committee

Ongoing

Corporate Executive
Senior Leadership Team
Policy Review
Committee
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• Requirements for language inclusive
of diverse sexualities and genders is
endorsed and promoted by the Policy
Review Committee.
• All policies are reviewed and updated
in accordance with the policy cycle.
• Policy development guidelines
encourage a diverse group of people
to be consulted.
• The Policy Review Committee uses
consultation logs to ensure a diverse
group of people have provided input
into the policy.

Strategy 2 – Employees are provided with a variety of opportunities to increase their awareness and
understanding on diversity and inclusion matters and subjects.
Initiative

Timeline

Responsible Officers Performance Measure

2.10 Welcome to Country is
performed by an Aboriginal
Elder and/or Acknowledgement
of Country is delivered by
a DMIRS staff member at
significant events.

March 2021

Corporate Executive

2.11 Display and rotate
Aboriginal artwork across
departmental locations.

December
2019

Source and display artwork
created by people with disability.

December
2021

Senior
Leadership Team
Human Resources

• Draft DMIRS Welcome to Country
Guideline by March 2021.
• Promote and communicate Welcome
to Country Guideline through
newsflashes.

Corporate
Communications

• Welcome to and/or Acknowledgement
of Country is used at all significant
internal and external events.

Corporate Executive

• Display current Aboriginal artwork
in prominent locations in both
metropolitan and regional offices.

Service Delivery
Human Resources
Facilities Services

• Explore options to rotate artwork
throughout office building locations by
December 2020.
• Source and display artwork by people
with disability by December 2023.
• Audit current departmental
artwork and ensure artists
are acknowledged.
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3. Attract, recruit and appoint
DMIRS works towards having a diverse workforce
reflective of the community we serve. In order for
DMIRS to increase the diversity of its workforce,
it is vital the department is able to attract a
diverse range of candidates and has recruitment
and selection processes that are inclusive and
free of barriers to employment.

• Create mutually beneficial partnerships
with employment providers who specialise
in supporting diversity group members to
gain employment.
• Utilise relevant measures within the Equal
Opportunity Act 1984 to achieve equality and
employ diversity at the department.

Over the last 12 months, the department has
worked towards having recruitment and selection
processes aligned to best practice. Throughout
the duration of the D&I Plan, the department will
continue to:

Through these key initiatives, the department
will increase both the diversity of applicants
and appointments, which will lead to the
achievement of the employment targets set
out in the D&I Plan.

• Improve its approach to job design, job
description forms (JDFs), job advertisement
and selection techniques to increase
workforce diversity.

The following table outlines the initiatives
the department will use to attract, recruit
and appoint, with a focus on ensuring equal
opportunities for all staff and an increase in the
diversity of the department’s workforce.

• Support hiring line managers with recruitment
and selection decisions through the provision
of timely diversity data, training and userfriendly policies and procedures.

The 2017 Graduate Cohort. Bek Daley, Tyler Van Der Merwe, Jared
Lamatoa, Samgam Mainali, Hannah Pratt.

Human Resources Consultant Darren Franklin welcomes new employee
Marianne Amato, General Manager Operations to the department.
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Strategy 3 – Recruitment and selection practices are inclusive and free of barriers to employment.
The department utilises measures within the Equal Opportunity Act 1984 to achieve equality and
employ diversity.
Initiative

Timeline

Responsible
Officers

3.1 Continual review of job
design and job description
forms (JDFs) to ensure jobs are
designed with flexibility in mind.

Ongoing

Corporate Executive
Senior Leadership
Team
Managers

JDFs focus on only the
fundamental requirements of
the position.

Human Resources

3.2 Continual review of job
Ongoing
advertisements to ensure
language is neutral, inclusive and
flexible working arrangements
are promoted.

Corporate Executive
Senior Leadership
Team
Managers
Human Resources

Performance Measure
• Job design considers opportunities for
flexible working options.
• JDFs are reviewed before a position is
advertised to ensure it focuses only on
the fundamental requirements.
• A JDF review checklist is created and
implemented by December 2019 to
assist managers to update JDFs to
align to best practice.
• The diversity and inclusion statement
within job advertisements includes
Diverse Sexualities and Genders
Awareness training by December 2020.
• Human Resources review the content
and language of adverts to ensure it
is inclusive.
• Increase in the number of jobs
advertised as part-time, job
share or offering flexible
working arrangements.
• Increase in the number of diverse
applicants applying for positions.

3.3 DMIRS job application form
is updated to encourage people
to disclose information relating
to the various diversity groups.

June 2019

3.4 Hiring managers are
provided with relevant data
throughout the recruitment
process to inform decisionmaking that supports the
achievement of employment
targets.

December 2019

Human Resources

• Increase in applicants disclosing
EEO information through the
application process.
• Job application form is updated to
include a statement encouraging
people with disability to disclose so
DMIRS can support them through
reasonable adjustment.

Corporate Executive
Senior
Leadership Team
Human Resources

• When submitting a Request to Fill,
managers are made aware of diversity
employment targets for the department
and their group.
• Managers are provided with a report
on the diversity of applicants at the
beginning of the short-listing process.
• For each external recruitment process,
the delegated authority is provided with
a report on diversity group applications
and their progress in the process.
• Where a suitable applicant (from a
diversity group priority area) has not
progressed to the next stage, the
delegated authority will ask ‘if not,
why not?’
• Human Resources identifies all suitable
but not recommended diversity group
applicants for other opportunities over
the 12-month period.
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Strategy 3 – Recruitment and selection practices are inclusive and free of barriers to employment.
The department utilises measures within the Equal Opportunity Act 1984 to achieve equality and
employ diversity.
Initiative

Timeline

Responsible
Officers

3.5 Review Filling a Vacancy
Policy and Procedure to ensure
it represents best practice for
employing diversity.

December 2020

Human Resources

Performance Measure
• Update the Filling a Vacancy Policy
to include a segment on the Equal
Opportunity Act 1984 and relevant
sections and measures to increase
diversity and achieve equality.
• Investigate the feasibility of providing all
diversity priority group applicants with
an interview if they meet the minimum
requirements of the position.
• Amendments to the policy are
communicated to management using
newsflash, email and Recruitment and
Selection training.
• Filling a Vacancy Policy is reviewed and
updated every two years.

3.6 Provide Recruitment
and Selection training to all
panel members.

Ongoing

Human Resources

• Recruitment and selection training is
offered eight times per year.
• Panel members to complete refresher
training every two years.
• Panel members have an increased
understanding of unconscious bias,
reasonable adjustments and the Equal
Opportunity Act 1984 and are aware of
DMIRS partnerships with Job Access
and other employment providers.

3.7 Investigate the feasibility
of a pilot blind recruitment
process to reduce the effect
of unconscious biases on
recruitment outcomes.

June 2023

Corporate Executive
Diversity and
Inclusion
Sub-committee
Human Resources

• Research the impact of blind
recruitment processes on increasing
diversity in the workplace.
• If research supports, identify a position
for the blind recruitment pilot process.
• Evaluate the blind recruitment process
and results.
• Report findings to the Corporate
Executive via the Diversity and
Inclusion Sub-committee.

3.8 Create new partnerships
with organisations that
specialise in the recruitment,
employment and support of
diversity groups.

December 2019

Diversity and
Inclusion
Sub-committee
Human Resources

• Two new partnerships are created
in 2019.
• Current partnerships are maintained,
strengthened and communicated
through relevant mediums.
• All relevant positions are promoted and
advertised through partnerships.
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Strategy 3 – Recruitment and selection practices are inclusive and free of barriers to employment.
The department utilises measures within the Equal Opportunity Act 1984 to achieve equality and
employ diversity.
Initiative

Timeline

Responsible
Officers

3.9 Promote the use of the
temporary employment register
for short-term employment
opportunities at DMIRS.

December 2019

Human Resources

Performance Measure
• Review and enhance DMIRS
temporary employment register by
December 2019.
• Temporary employment register
is promoted to the department and
at all community events by
December 2019.
• Temporary employment register
is checked fortnightly. All suitable
applicants are considered for
relevant positions.
• Increase in the use of the
temporary employment register
for short-term contracts for diversity
group applicants.
• Increase manager awareness of
temporary employment register.

3.10 Provide a work experience
program for CALD groups
through the Settlement
Language Pathways to
Employment and Training
(SLPET) program.

Ongoing

Corporate Executive
Senior Leadership
Team
Human Resources
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• Investigate creating relationships with
key schools and TAFE colleges by
December 2022.
• Two work experience opportunities are
offered each year.

4. Develop, progress and retain
Future initiatives

The department is committed to the learning
and development of all its employees. Through
the department’s Leadership Development
Framework (LDF), all employees have the
opportunity to participate in an array of formal,
collaborative and on-the-job learning activities to
develop their knowledge, skills and capabilities to
perform their jobs and develop their careers.

• Implementation of a suite of new LDF programs
including: Professional Foundation, Emerging
Leaders, Job Rotation and Job Shadowing to
support employees’ career development.
• Provide employees with support in planning
their career paths at DMIRS and in the
public sector.

While the LDF is available to all employees, the
2018 Employee Perception Survey facilitated by
the Public Sector Commission indicated that the
department has further work to do to improve
the perception of accessibility of training and
development at DMIRS. This survey also indicated
that some members of diversity groups feel
their diversity status is a barrier to progression
and are less satisfied with career development
opportunities at the department.

• Consult with diversity group members on their
employment experiences within the department
across a range of employment topics to
identify strengths, barriers and opportunities for
improvement.
• Investigate the feasibility of work hubs across
the metropolitan office locations to improve
flexible working arrangements.
• Explore the feasibility of workplace child
care to support employees with caring
responsibilities.

Through the D&I Plan, the department will
examine these issues further and through targeted
initiatives look to improve the perceptions and
satisfaction levels of diversity group employees.
Aligned with the D&I Plan, the department will
also introduce a number of new development
programs in the LDF for all employees with a
focus on ensuring diversity group members are
well represented as participants. The D&I Plan will
also implement a number of initiatives focused on
the retention of staff.

The following table outlines measures and
initiatives to support the development, career
progression and retention of employees.

Strategy 4 - All employees have equal access to development activities and are provided with
opportunities to develop their careers.
Develop and Progress
Initiative

Timeline

Responsible
Officers

4.1 Provide mentoring opportunities
to employees to build capability and
expand networks for the purpose of
career development.

Annually

Corporate Executive
Senior Leadership Team
Human Resources
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Performance Measure
• The Corporate Mentoring
Program is offered annually.
• Diversity group employees
participate as both mentees and
mentors.

Strategy 4 - All employees have equal access to development activities and are provided with
opportunities to develop their careers.
Develop and Progress
Initiative

Timeline

Responsible
Officers

4.2 Promote the Expression of
Interest (EOI) process as an on-the
job development opportunity to
managers and employees.

Ongoing

Corporate Executive
Senior Leadership Team
Human Resources

Performance Measure
• EOI process is integrated into
the Leadership Development
Framework as a development
opportunity for all employees.
• EOI process as a development
activity is highlighted in
Recruitment and Selection
Training, Management
Accountabilities, Winning the
Job Training and Career
Development Program.
• Benchmark the number of EOIs
offered annually and the number
of EOIs filled by employees from
the diversity groups.
• In subsequent years look for
an increase in the number of
diversity group employees
applying for and winning
EOI opportunities.

4.3 All employees have equal access
to relevant and targeted learning and
development within the Leadership
Development Framework.

Ongoing

Corporate Executive
Senior Leadership Team
Managers
Human Resources

• Targeted and accessible learning
and development courses
and programs are run as
part of the Leadership
Development Framework.
• My Performance and
Development Plan (MyPD) data
is used to identify trends for
learning and development for
diversity group employees.
• Monitoring of and increase in
participation rates of diversity
group employees in learning
and development courses
and programs.
• Positive feedback is received on
courses and programs from both
employees and managers.

4.4 Design and implement the
following Leadership Development
Framework Programs:
• Emerging Leaders
• Job Shadowing

December 2023 Corporate Executive
Senior Leadership Team
Managers
Human Resources

• Job Rotation

• Professional Foundation Program
is piloted by December 2021.
• Emerging Leaders Program is
piloted by December 2022.
• Job Rotation Program is piloted by
December 2023.
• Job Shadowing Program is piloted
by December 2023.

• Professional Foundation
(Level 1-5)

• Driven by workforce planning,
individuals from across the
diversity groups have the
opportunity to participate in
LDF programs.
• Positive feedback is received on
the program.
• Observed increase in employees’
leadership capabilities.
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Strategy 4 - All employees have equal access to development activities and are provided with
opportunities to develop their careers.
Develop and Progress
Responsible
Officers

Initiative

Timeline

4.5 Provide employees with support
in planning their career paths at
DMIRS and in the public sector.

December 2022 Corporate Executive
Senior Leadership Team
Managers
Human Resources

Performance Measure
• Career Development program is
implemented by December 2020
for all employees. Sessions
are run dependent on interest
and budget.
• One career development
masterclass for women in Level 6
and above is held by June 2022.
• One career development program
is held for women in Levels 1 to 5
by December 2021.
• Each participant has a chance to
review and revise their career
plan which is integrated into
their MyPD.

4.6 Provide networking opportunities Annually
for DMIRS employees who are part of
diversity groups.

Corporate Executive
Senior Leadership Team
Human Resources

• Two networking events held each
year for DMIRS women.
• Networking events for Graduates
and Aboriginal and Torres Strait
Islander people occur quarterly
through employee groups.
• Investigate the opportunities
to set up a young professional
network at DMIRS.
• Investigate the opportunity
to participate in the Ally
network group.

4.7 Consult with diversity groups
on their employment experiences
with the department across a range
of employment topics to identify
strengths, barriers and opportunities
for improvement.

December 2022 Corporate Executive
Diversity and Inclusion
Sub-committee
Human Resources

• Round table discussion is
coordinated with the Director
General and members of
diversity groups to discuss
their employment experience
with DMIRS.
• Consult with diversity employee
groups through focus groups
and surveys to understand their
employment experience
at DMIRS.
• Information gathered through
consultation is used to inform
future diversity and inclusion
initiatives.
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Strategy 4 - All employees have equal access to development activities and are provided with
opportunities to develop their careers.
Develop and Progress
Initiative

Timeline

Responsible
Officers

4.8 Investigate and assess the
impact of participating in Leadership
Development Framework programs
on the career advancement of
diversity group employees.

June 2023

Human Resources

Performance Measure
• Investigate the career
advancement of diversity group
employees by June 2023.
• Report findings to the Diversity
and Inclusion Sub-committee
and the Corporate Executive by
September 2023.
• Findings inform future
strategies.

4.9 Ensure all corporate activities,
June 2019
events and learning and development
programs are accessible and
inclusive. Provide facilities for
diversity groups for networking
or activities.

Human Resources
Corporate
Communications
Facilities Services

• All event checklists are reviewed
to ensure consideration is given
to accessibility and inclusion.
• Facilities are provided for
activities that meet relevant policy
and procedure requirements.

Participants of the Management Excellence Development Program (MEDP) 2018 Cohort
The department’s flagship MEDP program is designed to build leadership capability within the organisation to meet
current and future challenges. The cohort reflects gender diversity with balanced representation of men and women.

Borhan Milani, Angelo Barbaro, Margaret Sharpe, Michelle Tonkin, Sara Ashwell, Paul Maher, Grady Chaney, Kishor Dabasia, Peter Nissen, Nathan Johnston
Melanie Smith, Michelle Gillam, Yongjun Lu, Robin Bower, Peta Cowin, Priscilla Bignoux, Adam Crowle, Steve Walding.
Members of Cohort not pictured Atia Battilana, Janis Tan.
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Retain
Initiative

Timeline

Responsible
Officers

4.10 Promote the Flexible Work
Policy and Parental Leave Guideline.
Ensure equal access for both men
and women.

December 2019 Corporate Executive
Senior Leadership Team
Managers
Human Resources

Performance Measure
• Flexible Work Policy and
Parental Leave Guideline
are implemented.
• An awareness campaign is
implemented to increase
managers’ understanding of the
policy and implementation.
• Increase in employees (both men
and women) accessing flexible
working arrangements and
parental leave.
• Equal distribution across divisions
and groups of employees utilising
flexible working arrangements.

4.11 Investigate the feasibility of
work hubs across the metropolitan
office locations to improve flexible
working arrangements. Explore
the feasibility of allocating parking
based on need to enable greater
accessibility for all.

December 2022 Corporate Executive

4.12 Design and implement a
Workforce Transition Toolkit for
Parental Leave. The toolkit is to
assist managers to support and
keep employees connected to the
workplace when preparing for taking
and returning from Parental Leave.

December 2021 Human Resources

4.13 Investigate the feasibility of
providing a school holiday child
care program to support
employees managing their child
care responsibilities during
school holidays.

June 2023

Explore the feasibility of a
workplace crèche to support
employees attending work activities
on days when they do not have
access to care.

Diversity and Inclusion
Sub-committee
Facilities Services
Human Resources

• Investigation of parking
allocation is undertaken by
December 2019.
• Feasibility study on working hubs
is undertaken by
December 2022.
• Toolkit is published and rolled
out across the department by
December 2021.
• Evaluation of the toolkit and
process is undertaken by both
the employee and their manager.
Positive feedback is received on
the process from both managers
and employees.

Corporate Executive
Diversity and Inclusion
Sub-committee
Facilities Services
Human Resources

• Employees are surveyed on
different options of care.
• Feasibility study and risk
assessment is undertaken
examining the different options
for care.
• Findings are reported to
the Diversity and Inclusion
Sub-committee and the
Corporate Executive.

Explore the feasibility of a workplace
day care to support employees
returning to work.
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5. Diversity group priority areas
Strategy 5 – DMIRS has employment targets
to increase the workforce representation of
diversity group priority areas including women in
leadership, Aboriginal and Torres Strait Islander
people, youth and young professionals and people
with disability.

The department is committed to providing equal
opportunities to all staff but recognises some
areas require greater effort and emphasis to
ensure equal opportunity and equitable workforce
representation. The department has identified
the need to increase workforce representation of
women in leadership, Aboriginal and Torres Strait
Islander people, youth and young professionals,
and people with disability. Within the D&I Plan,
the department has set employment targets for
each diversity group priority area.

The following four sections summarise initiatives
to support Strategy 5 and the achievement of
employment targets.

Sandy Randall
Sandy Randall is the DMIRS representative for the
Government Reference Group for the WA 10 year
Women’s Strategy. The Women’s Strategy will set the
women’s interests agenda for 2020-2030 with key
priority areas being economic independence, safety
and justice, health and wellbeing and leadership.
Sandy is also a member of the Diversity and
Inclusion Sub-committee.
Sandy Randall – Acting Director Transition Support.
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DMIRS currently has a number of strategies in
place to increase the representation of women in
leadership including:

a) Women in leadership
DMIRS believes a gender-balanced leadership
team has the ability to improve operational
effectiveness and deliver better outcomes for
the WA community.

• Women are well represented in internal
leadership development programs and
mentoring programs.

The department defines its leadership team as
any employee who occupies a Level 7/SCL 4
position and above. Employees in these positions
are integral to the department’s success, as
they lead, manage and make decisions that
contribute to the delivery of the department’s
strategic objectives.

• Promotion of numerous flexible working
arrangements area available for DMIRS staff.
• Corporate funding is made available for
women to attend programs and conferences
to develop their leadership capabilities to
progress their careers.

For this reason, DMIRS is committed to providing
all leaders with development opportunities
through the department’s Leadership
Development Framework. However, the
department recognises more work needs to be
done to increase the representation of women
within its leadership team both at Tiers 2 and
3 and in Level 7/SCL4 and above positions.
Historically women have been underrepresented
in both these areas.

Continued effort is required to achieve the
department’s employment targets. Aligned with
workforce planning and measures to achieve
equality, the D&I Plan outlines a number of
required initiatives for the future.

Future initiatives
• High-performing women are provided
opportunities to act in senior roles before a
vacancy is filled.

To investigate this issue, the department
established an EEO and Diversity Taskforce (the
taskforce) to identify and examine strategies to
increase representation of women in leadership
as well as audit the department’s current
practices against the Committee for Perth’s
Filling the Pool report. The recommendations
from the taskforce have been incorporated into
the D&I Plan.

• Through succession planning, high-performing
women are identified as one of the potential
successors for leadership positions.
• Investigate the design and implementation of
a once-off Director General mentoring program
for women in leadership positions.

Future targets
Achievable employment targets for women in
leadership have been set for this five year plan.

Diversity Group

30 June
2020
ACTUAL

30 June
2020 Target

Women appointed to SES contracts

42.86%

-

45.45%

47.83%

50.00 %

-

-

1

1

1

45.16%

-

46.88%

48.48%

50.00%

-

-

1

1

1

35.60%

36.1%

37.85%

40.06%

42.55%

-

6

8

8

9

Increase in headcount
Women substantively appointed to tier 2 & 3
Increase in headcount
Women substantively appointed to
Level 7/SCL4 and above
Increase in headcount

30 June 2021
30 June
Target
2022 Target

* Employment targets have been calculated based on department’s headcount as of 30 June 2020 and have considered employee turnover rates.
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30 June
2023 Target

To meet these targets, there is a need for continued support of current initiatives as well as the
recommended future initiatives outlined in the D&I Plan.
Women in Leadership
The department aims to have 42.55% of its leadership positions occupied by women, with women
substantively appointed 50% of Tiers 2 and 3 positions by 2023.
Initiative

Timeline

Responsible
Officers

5a.1 Provide opportunities for
current and future women
leaders to participate in the
Management Excellence
Development Program (MEDP)
and attend external/internal
leadership development programs.

Annually

Corporate Executive
Senior Leadership
Team
Human Resources

Performance Measure
• Women are equally represented in all
leadership programs.
• One internal ‘Women in Leadership’
program is offered annually. The program
is designed to meet workforce needs.
Participants are selected based on
workforce plans and MyPD plans.
• Two corporate scholarships are
offered annually for women to attend
an external Women in Leadership
Program/Conference.
• ‘Women in Leadership’ conferences/
programs are advertised across DMIRS.
• Positive feedback is received from
the participants and their managers
on the quality of the program(s)
and demonstrated increase in
leadership capability.

5a.2 Provide mentoring
opportunities for women
through DMIRS Mentoring
Program, Women in Mining
Western Australia (WIMWA)
and the Corporate Executive
Mentor Program.

Annually

Corporate Executive
Human Resources

• Corporately sponsor two WIMWA places
each year.
• Three women mentees (Level 7/ SCL 4
and above) are matched with members
of Corporate Executive each year.
• Women are equally represented on
DMIRS Mentoring Program.
• Positive feedback received from
participants and managers across the
various mentoring programs.

5a.3 Investigate the design and
implementation of a
once-off Director General
mentoring program for women in
leadership positions.

December 2021 Director General

5a.4 Provide networking
opportunities for women
at DMIRS.

December 2022 Corporate Executive

Human Resources

Senior Leadership
Team
Human Resources

• Four women participate in a once-off,
one-on-one mentoring session with the
Director General by December 2021 .

• Two structured networking events
per year held for DMIRS women
with high participation rate and
positive feedback.
• A DMIRS ‘Women in Leadership’
Network is set up by June 2019.
• A DMIRS Emerging Women Leaders
Network is in place by December 2022.

5a.5 Conduct a baseline pay equity
audit to identify areas where there
are barriers to career progression
for women.

Ongoing

Corporate Executive

• Pay audit conducted annually.

Human Resources

• Findings are reported to the Corporate
Executive through the Diversity and
Inclusion Sub-committee.

Diversity and
Inclusion
Sub-committee
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• Strategies are identified and
implemented to remove barriers.

Women in Leadership
The department aims to have 42.55% of its leadership positions occupied by women, with women
substantively appointed 50% of Tiers 2 and 3 positions by 2023.
Responsible
Officers

Initiative

Timeline

5a.6 Achieve gender equity for
all department boards
and committees.

December 2022 Corporate Executive
Senior
Leadership Team

Performance Measure
• DMIRS to audit all internal committees
to ensure gender balance.

• Women provided opportunities to sit on
internal committees as development
Office of the Director
opportunities.
General
• Women in leadership positions are
supported to participate in external
boards.
• DMIRS advocates for women to be
well represented on Government boards
and committees.
• Promote WA Boards website to women
across the department.

5a.7 Women have access to
working in senior leadership roles.

December 2022 Corporate Executive
Senior
Leadership Team
Human Resources

Aligned with workforce planning and
measures to create equality:
• High-performing women are provided
opportunities to act in senior roles before
the vacancy is filled permanently.
• Women are provided opportunities to
rotate into senior positions as part of the
Public Sector Leadership Council and
internal job rotation program.
• Through EOI processes, women who
meet the requirements of a position at
a competitive standard are provided
the opportunity to act in leadership
positions.
• Investigate utilising measures within
the Equal Opportunity Act 1984 to
advertise leadership positions to
women (where appropriate).

5a.8 Implement a volunteering
program for women to promote
careers to female students in
STEM (Science, Technology,
Engineering, and Mathematics)
subjects.

5a.9 Through succession
planning, high-performing
women are identified for senior
leadership roles.

June 2023

Corporate Executive
Groups/Divisions
representatives
Diversity and
Inclusion
Sub-committee

June 2022

Corporate Executive
Senior
Leadership Team
Human Resources
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• Create partnerships with schools
by December 2022 and implement
volunteer program by June 2023.
• Accept invitations to school career
days. Coordinate women in technical
roles to speak at events.
• Provide work experience to females
pursuing technical careers.
• Succession plans are completed for
all Corporate Executive and Senior
Leadership Team positions.
• Each succession plan must have
identified two potential female
successors.

b) Aboriginal and Torres Strait
Islander people

• Implementation of the Aboriginal Employment
Program to recruit a minimum of six Aboriginal
employees each year to permanent positions.

Aboriginal and Torres Strait Islander employees
represent 1.8 per cent of the department’s
workforce with the majority of employees holding
positions at Levels 1 to 4. The department
will work towards increasing the workforce
representation of Aboriginal employees at all
levels in the department with a specific focus on
positions in Level 5 and above.

• Utilisation of the Equal Opportunity Act 1984,
Section 51 to recruit Aboriginal employees to
already established positions focusing on Level
5 and above positions.
• Implementation of a learning and development
program to support Aboriginal employees’
career development and progression.

Over the last 12 months, the department
has undertaken a review of all its Aboriginal
employment initiatives with a focus on
strengthening their impact. The result of the
review has been the launch of DMIRS Aboriginal
Employment Strategy. The strategy focuses on
attracting, appointing, developing and advancing
Aboriginal employees to ensure they have a
fulfilling career in the public sector.

• Provision of corporate funding for Aboriginal
employees to attend external conferences and
development programs.
• Cultural Awareness Training for managers
on how to support Aboriginal employees in
the workplace.
Initiatives within the D&I Plan are aligned with the
department’s Reconciliation Action Plan.

Future initiatives

Future targets

The Aboriginal Employment Strategy will be fully
implemented over the course of the D&I Plan. The
strategy itself is a measure to increase diversity
and achieve equality and is comprised of a
number of key initiatives including:

Diversity Group

Achievable employment targets for Aboriginal
and Torres Strait Islander people have been set
for this five year plan.

30 Jun 2020
ACTUAL

30 Jun 2020
Target

30 Jun 2021
Target

30 June 2022
Target

30 June 2023
Target

2.25%

2.6%

2.61%

3.10%

3.64%

-

6

6

8

9

Aboriginal and Torres Strait
Islander employees
Increase in headcount

* Employment targets have been calculated based on department’s headcount as of 30 June 2020 and have considered employee turnover rates and internal
promotions through the Aboriginal Employment Program.

Below are a number of initiatives and measures to assist the department in achieving equality and
increasing workforce representation of Aboriginal and Torres Strait Islander people.

Aboriginal and Torres Strait Islander employees by Classification
Number of Employees

6

7

4

Level 1

Level 2

Level 3

2

2

Level 4/
SCL1

Level 5/
SCL2

3

Level 6/
SCL3

2

Level 7/
SCL4 Plus

Classification
* Aboriginal and Torres Strait Islander employee classification data based on the department’s headcount at 30 June 2018.
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Aboriginal and Torres Strait Islander People
The department looks to increase workforce representation of Aboriginal and Torres Strait Islander
employees to 3.8% by 2023.
Initiative

Timeline

Responsible Officers

Performance Measure

5b.1 Implement and promote
DMIRS Aboriginal Employment
Strategy (AES).

June 2019

Corporate Executive

• Implement all AES initiatives by
June 2019.

Senior Leadership Team
Reconciliation Action
Plan Committee
Human Resources

• Create an AES brochure to promote
the strategy to the department and
the community.
• Brief managers on the AES through
the Manager’s Accountabilities
Program.
• Update information on the AES on
relevant websites.
• Promote AES through social
media accounts.

5b.2 Implement the Aboriginal
Employment Program (AEP).

Ongoing

Corporate Executive
Senior Leadership Team
Human Resources

• A minimum of six Aboriginal
employees are recruited each year
through the program.
• AEP employees are permanently
appointed upon successful
completion of the program.
• Provide participating managers
and business areas with training
and support.
• Publish and promote AEP
Guidelines.

5b.3 Continue to participate in
the Public Sector Commission
(PSC) Aboriginal Traineeship
Program (ATP).

Ongoing

Corporate Executive
Senior Leadership Team
Human Resources

• DMIRS submits an application for a
PSC Aboriginal trainee each year.
• DMIRS supports the trainee to
complete their certificate.
• DMIRS investigates long-term
opportunities for the trainees once
they have successfully completed
the program.

5b.4 Aligned to workforce
planning, recruit Aboriginal
candidates to positions by
utilising section 51 of the Equal
Opportunity Act 1984 (EO Act).

5b.5 Attract Aboriginal applicants
through relationships with
Aboriginal employment agencies,
publications and Aboriginal
student centres at universities.

Annually

Human Resources
Reconciliation Action
Plan Committee
Corporate Executive

Ongoing

• Each group will advertise a minimum
of two positions each year under
EO Act, s.51.
• Focus will be given to Level 5 and
above positions.

Senior Leadership Team

• Minimum of one Aboriginal candidate
appointed each year for each
business group.

Corporate Executive

• Two new relationships are identified
and initiated by December 2019.

Senior Leadership Team
Human Resources

• Vacant positions are promoted
through publications and
key contacts at Aboriginal
employment agencies.
• Increase in the number of
Aboriginal applicants applying
for a job at DMIRS.
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Aboriginal and Torres Strait Islander People
The department looks to increase workforce representation of Aboriginal and Torres Strait Islander
employees to 3.8% by 2023.
Initiative

Timeline

Responsible Officers

Performance Measure

5b.6 Provide Cultural Awareness
Training for managers on how to
support Aboriginal employees in
the workplace.

June 2019

Corporate Executive

• Provider for Cultural Awareness
Training is identified by June 2019.

5b.7 Design and implement
a learning and development
program to support Aboriginal
employees to develop and
progress their career at
the department.

December 2023 Corporate Executive

5b.8 Aboriginal employees
have opportunities to develop
leadership skills through the
Leadership Development
Framework (LDF) and external
leadership programs.

Ongoing

Human Resources

Senior Leadership Team
Human Resources

• All managers participating in the
Aboriginal Employment Program
will attend the Cultural Awareness
Training Program for managers.
• Program is designed by June 2021
and aligned to DMIRS Professional
Foundation Program and fully
implemented by December 2023.
• Positive feedback received
from both employees and
managers. Increase in the
capabilities of employees.

Corporate Executive
Human Resources
Reconciliation Action
Plan Committee

• Aboriginal employees participate in
the Corporate Mentoring Program
and other LDF programs.
• Corporate funding is provided
for Aboriginal employees to
attend leadership development
programs/events.
• Positive feedback received
from employees and managers.
Increase in the leadership
capabilities of employees.

5b.9 The department’s
Reconciliation Action Plan (RAP)
is current and represents best
practice in creating opportunities
for Aboriginal and Torres Strait
Islander people.

Ongoing

Corporate Executive
Human Resources
Reconciliation Action
Plan Committee

• Strategies included in the RAP are
implemented as scheduled and
meet the measures of success as
outlined in the D&I Plan.

Gnalla Mila, Gnalla Wangkiny
(GMGW) Committee
DMIRS has facilitated the Gnalla
Mila, Gnalla Wangkiny (GMGW)
Committee meaning Our Future, Our
Say in the Noongar language, made
up of Aboriginal staff members who
provide support, advice and network
opportunities to one another. The
GMGW Committee also liaises with the
RAP Committee on strategic initiatives
specific to Aboriginal and Torres Strait
Islander people.

Gnalla Mila, Gnalla Wangkiny Committee from the left: Alicia Cole, Elaine Montgomery, Ruth Carter,
Amanda King, Susan Kickett, Alex Blackman, Sarah Kickett, Delila Bonney, Sherilynn Davis, Liz Kelly,
Teena Forrest-Benavides , Jessica Isaacs, Suzy Bartlett, Clinton Woosnam and Corelee Heesemans.
Members of committee not pictured: Jillian Collard, Kellie Austin, Sara Ashwell, Heather Munro and
Paige Hill.

27

c) People with disability

Future initiatives

People with disability currently represent
2.5 per cent of the department’s workforce and
occupy a variety of positions at various levels.

The department will continue to build on past
achievements with a strong focus on:
• Increasing awareness in staff around disability
matters through programs and events;

Over the last two years, the department has
been actively focused on strengthening its
inclusive workplace and ensuring people with
disability have equal access to employment and
development opportunities. During this time
period, key achievements for the department
have included:

• Increasing the department’s ability to attract
people with disability to vacant positions;
• Creating partnerships with employment
support providers to promote DMIRS
vacancies; and
• Creating opportunities for inclusion through the
Strategic Accommodation Plan.

• Partnering with Job Access to update the
department’s recruitment and selection
policies and procedures to remove any
potential barriers to employment and
promote inclusive practices.

Initiatives within the D&I Plan have been aligned
with the department’s Disability Access and
Inclusion Plan.

• Establishing a Reasonable Adjustment and
Workplace Modification Procedure and
promoting it to all staff.

Future targets
Achievable employment targets for people with
disability have been set for the life of the D&I Plan.

• Participating in the Public Sector Commission’s
Disability Employment Program and hosting
two trainees.
• Providing Disability Awareness Training for
managers and employees.

30 Jun 2020 30 Jun 2020
ACTUAL
Target

Diversity Group

30 Jun 2021
Target

30 June 2022 30 June 2023
Target
Target

People with disability

2.37 %

2.8%

2.61%

2.91%

3.22%

Increase in headcount

-

2

4

5

5

* Employment targets have been calculated based on department’s headcount as of 30 June 2020 and have considered the annual employee turnover rate.

Below are a number of initiatives and measures to assist the department in achieving equality and
increasing workforce representation of people with disability.

Number of Employees

Employees with Disability
9

8

5

5

4

5

1
Level 1

Level 2

Level 3

Level 4/
SCL1

Level 5/
SCL2

Level 6/
SCL3

Level 7/
SCL4 Plus

Classification
* Employee with disability classification data based on the department’s headcount at 30 June 2018.
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People with Disability
The department looks to increase workforce representation of people with disability to 3.2% by 2023.
Initiative

Timeline

Responsible Officers

Performance Measure

5c.1 Maintain relationships with
Job Access and National Disability
Recruitment Coordinator (NDRC).

Ongoing

Human Resources

• The department participates
in NDRC Alumni events
and forums.
• DMIRS continues to seek advice
from NDRC on policies and
procedures to ensure business
practices are inclusive.
• Job Access is used by DMIRS to
support employees with disability
in the workplace.

5c.2 An effective process is
established on how to structure a
workplace to support an employee
with disability. Managers and
employees are educated on the
available support options for people
with disability.

Ongoing

Human Resources

• Reasonable Adjustment and
Workplace Modification Procedure
is implemented and promoted
within the department.
• Increased understanding by
managers on how to make
reasonable adjustments to
support employees.
• Information on how to support
an employee with disability is
integrated into Health, Safety
and Wellness Manager Induction
and the Recruitment and
Selection Training.
• Increased awareness on available
support agencies and the
services provided.

5c.3 Managers and teams have
the opportunity to attend Disability
Awareness Training to better
understand and support fellow
colleagues with disability.

Ongoing

5c.4 Continued participation in the
Public Sector Commission’s People
with Disability Traineeship Program.

Annually

Corporate Executive
Senior Leadership Team
Human Resources

Corporate Executive
Senior Leadership Team
Human Resources

• Courses are provided upon
request with a minimum of two
offered each year.
• Increase in managers and team
members’ understanding on
equitable access and inclusion
for people with disability.
• DMIRS submits an application
every year to the PSC to host one
trainee with disability.
• DMIRS supports the trainee to
complete their certificate.
• DMIRS investigates long-term
opportunities for the trainees
once they have successfully
completed the program.

5c.5 Partnerships are set up with
disability employment agencies to
promote vacancies at DMIRS.

Annually

Corporate Executive
Senior Leadership Team
Human Resources

• A minimum of two relationships
are created with disability
employment agencies.
• Vacancies are sent to the
disability employment agencies
for circulation.
• Increase in the number of people
with disability applying for
advertised vacancies.
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People with Disability
The department looks to increase workforce representation of people with disability to 3.2% by 2023.
Initiative

Timeline

Responsible Officers

5c.6 The department’s Disability
Access and Inclusion Plan (DAIP) is
current and represents best practice
in creating an inclusive workplace.

December 2019 Corporate Executive
Senior Leadership Team
DAIP Committee
Human Resources
Facilities Services

5c.7 The strategic Accommodation
Plan looks for opportunities to
strengthen the accessibility and
inclusion at the department.

Ongoing

Corporate Executive
Senior Leadership Team
DAIP Committee

Performance Measure
• Strategies included in the DAIP
are implemented as scheduled
and meet the measures of
success as outlined in the
D&I Plan.
• DAIP is promoted through
Facilities Services Induction
and other departmental
communication channels.
• Opportunities to strengthen
accessibility and inclusion are
identified and actioned within the
Strategic Accommodation Plan.

Human Resources
Facilities Services

Introducing Chaitaly
DMIRS was honoured to be invited to decorate an iconic Guide Dogs WA collection dog for its inaugural Pup Art Exhibition
2018. The exhibition aimed to celebrate and raise awareness of the extraordinary impact Guide Dogs make in our
community and raise funds for a worthwhile cause.
DMIRS resident artist Maria Lopez was chosen to decorate the collection dog and so the journey of creating Chaitaly began.
The dog’s name is attributed to meaning consciousness and the ability to feel. Chaitaly represents inclusivity, diversity and
the values of the department.
Chaitaly sits on a foundation of messages that encapsulate strength in diversity, and the importance of inclusion, safety
and security for all. Red Meekatharra soil, majestic golden eyes and diamanté Braille letters spelling Chaitaly all nod to the
department’s mining history. Small circles symbolising inclusion adorn the body, and colours of green and blue used to
represent flora, ocean and sky speak of the department’s commitment to the environment. Finally, a sunny Chaitaly gazes
proudly to a positive future for our coming generations.
Employees fundraised more than $1700 for Guide-dogs WA to purchase Chaitaly from the Pup Art Exhibition. Chaitaly now
lives with DMIRS and continues to raise funds and awareness for Guide Dogs WA.

Employees from Consumer Protection meeting Eric Seery, Lease
Processing Officer, and his gorgeous guide dog Sundae on their recent
visit to the Gordon Stephenson House office.

Ash Duniam, Linda Grannas, Maria Lopez, Marka Haasnoot,
Elaine Montgomery, Bonnie Stewart, Alyce Rengel, Maree Munrowd,
Eric Seery and Sundae.
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However, employment targets for youth are
influenced each year by an individual’s birthday
which causes the workforce representation of
youth to fluctuate, as once a person turns 25 they
are no longer counted within this category even
though they may remain with the department.
Therefore it is important for DMIRS to pay close
attention to the retention of individuals recruited
through youth employment programs and
ensure these young professionals remain at the
department and are provided with development
opportunities to advance their careers.

d) Youth and young professionals
The department looks to develop a talent pipeline
to meet the future needs of both the business and
community. One strategy to assist the department
develop its talent pipeline, is the recruitment,
development and retention of youth (24 and under)
and young professionals (35 and under).
Attracting youth and young professionals
produces a number of benefits for the
department including:
• Ensuring employees with fresh ideas, new
experiences and diverse perspectives are
joining the department;

Future initiatives

• Supporting effective workforce and
succession planning;

• Continue to grow the interagency graduate
program, identifying other agencies interested in
partnering with DMIRS.

• Maintaining a diverse workforce reflective of
the WA community; and

• Evaluate the effectiveness of youth employment
programs to support workforce planning.

• Providing individuals the opportunity to
commence their career in the public sector.

• Establish a young professional network
and coordinate events to connect young
professionals across the department.

Youth currently represent 1.6 per cent of the
department’s workforce and young professionals
19.1 per cent. The Public Sector Commission
(PSC) has set a youth employment target of 5 per
cent. The PSC employment target in combination
with the department’s ageing workforce, signals
the need for the department to continue its focus
on youth.

• Review JDFs and job advertisements with a
focus on attracting and recruiting youth and
young professionals to the department.
• Youth and young professionals are
provided opportunities to participate in the
Professional Foundation Program to develop
their professional capabilities to progress
their career.

The two main mechanisms the department
currently uses to recruit youth are the
department’s award-winning interagency
graduate program and the PSC’s School-Based
Traineeship Program. Each year the department
looks to recruit a minimum of six graduates
and one school-based trainee to support the
achievement of our employment targets.

• Investigate what organisational attributes
attract youth and young professionals to an
organisation. Use findings to inform future
recruitment strategies.

Future targets
Achievable employment targets for youth and
young professionals have been set for the life of
this five year plan.

30 Jun 2020
ACTUAL

30 Jun 2020
Target

30 Jun 2021
Target

30 June 2022
Target

30 June 2023
Target

Youth (24 and under)

2.25%

2.3%

2.49%

2.79%

3.10%

Increase in headcount

-

0

4

5

5

18.64%

21.1%

19.13%

19.67%

20.22%

-

15

8

9

9

Diversity Group

Young professionals (35 and under)
Increase in headcount

*Employment targets have been calculated based on the department’s headcount as of 30 June 2020. Youth employment targets have been calculated on the
assumption that the Graduate Program continues to recruit six graduates each year and one school-based trainee. The calculation of employment targets has also
taken into consideration the birthdates of current youth and when they will turn 25 and exit this category. Therefore while each year DMIRS will recruit at least 7
youth, the increase in headcount may be minimal due to birthdates and members of the current cohort turning 25.
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Below are a number of initiatives and measures to assist the department in meeting its employment
targets and future workforce planning needs.
Youth and Young Professionals
The department aims to increase workforce representation of youth (24 and under) to 3.5% and young
professionals (35 and under) to 24.2% by 2023
Initiative

Timeline

Responsible
Officers

5d. 1 Continuation of the interagency
graduate program.

Annually

Corporate Executive
Senior Leadership Team
Human Resources

Performance Measure
• Recruit a minimum of six new
graduates each year aligned to
workforce planning needs.
• Maintain an 80 per cent retention
rate upon completion of the
program.
• Continually improve the
marketing and advertising
campaign of the graduate
program to increase awareness
amongst students of the
program and careers at DMIRS.
• The graduate program is
externally recognised for
best practice.

5d.2 Provide a tailored learning and
development program for graduates.

Annually

Corporate Executive
Senior Leadership Team
Human Resources

• 18 month training program is
designed at the start of each
graduate program intake in
January.
• Positive feedback is received
from graduates and managers on
the quality of the program.
• Observed increase in participants’
knowledge and skills.

The Graduate Program
Will Siu joined the department in January 2015, after
completing a double degree – Bachelor of Laws LLB and
Commerce (Accounting) and a Post Graduate Degree in
Chinese Law. His graduate journey began in the Mineral
Titles Division and continued with rotations in the former
Environment Division, Legal Services Branch, Petroleum
Division and an external rotation with the former Department
of State Development. Will completed the program in July
2016 and is now a Policy/Legislation officer in the Resource
and Environmental Compliance Division.
The graduate program enables participants to build
professional networks within the department and externally.

Will Siu – Policy/Legislation Officer

“This is a really good program and I unreservedly recommend it to anyone that is considering applying. There is a big
focus on personal and professional development and providing individuals with the opportunities and skills to reach their
potential and become effective and valued young professionals,” Will said.
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Youth and Young Professionals
The department aims to increase workforce representation of youth (24 and under) to 3.5% and young
professionals (35 and under) to 24.2% by 2023
Initiative

Timeline

Responsible
Officers

5d.3 Continue to grow the
interagency graduate program,
identifying other agencies interested
in partnering.

Ongoing

Corporate Executive
Human Resources

Performance Measure
• Create new networks and
investigate the feasibility of new
agencies joining the interagency
graduate program.
• Expand the graduate program’s
networks to assist with
placements and rotations
for graduates.

5d.4 Young professionals are
Annually
corporately funded to attend
leadership conferences and seminars
to support their development.

Corporate Executive
Senior Leadership Team
Human Resources

• Twelve young professionals from
across DMIRS participate in a
young professional seminar or
networking event each year.
• Aligned to workforce planning, a
corporate scholarship is offered
for two young professionals to
attend a leadership conference
each year.
• Positive feedback is received
from young professionals on both
the conference and seminar.

5d.5 DMIRS participates in the PSC’s
School-Based Traineeship programs.

Annually

Corporate Executive
Senior Leadership Team
Human Resources

• DMIRS recruits one school-based
trainee each year.
• School-based trainee completes
their certificate.
• DMIRS investigates long-term
opportunities for the trainees
once they have successfully
completed the program.
• Investigate the creation of a
Level 1 position for school-based
trainees to enable their transitions
into long-term employment.

School Based Traineeship Program
Each year DMIRS participates in the Public Sector
Commission’s School-Based Traineeship Program and
strives to recruit one school-based trainee.
In 2017, year 11 student Kaitlin Pike, completed the
school-based traineeship program with the department.
Trainees like Kaitlin, have the opportunity to learn and
develop a range of administrative and office skills within
a public sector context. After successfully completing
the program, students are awarded the nationally
recognised qualification, Certificate II in Government
(Public Administration).
Kaitlin Pike – 2017 School based trainee
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Youth and Young Professionals
The department aims to increase workforce representation of youth (24 and under) to 3.5% and young
professionals (35 and under) to 24.2% by 2023
Initiative

Timeline

Responsible
Officers

5d.6 DMIRS participates in PSC’s
Internship Program.

Annually

Corporate Executive
Senior Leadership Team
Human Resources

5d.7 Evaluate the effectiveness of
December 2023 Corporate Executive
youth programs to support workforce
Senior Leadership Team
planning objectives.
Human Resources
Diversity and Inclusion
Sub-committee

Performance Measure
• DMIRS submits at least one
application each year for the PSC
Internship Program.
• Department is able to retain
80 per cent of graduates upon
completion of the program.
• Monitor and review career
progression of graduates upon
completion of the program.
• Benchmark percentage of
graduates that received a
promotion within five years of
commencing the program.
• 80 per cent of all trainees who
have completed their certificate
are provided with long-term
employment opportunities with
the department.
• Benchmark the percentage of
trainees permanently appointed
to Levels 1 or 2.

5d.8 Investigate what organisational
attributes attract youth and young
professionals. Use findings to inform
future recruitment strategies.

June 2021

Corporate Executive
Senior Leadership Team
Human Resources
Diversity and Inclusion
Sub-committee
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• Survey youth and young
professionals by
December 2020.
• Findings are reported to Human
Resources Services and to
the Diversity and Inclusion
Sub-committee by June 2021.

6. Communicate and promote
Strategy 6 – DMIRS promotes the Diversity and Inclusion Plan to all staff and members of the
community to increase awareness and demonstrate its commitment to the plan.
Initiative

Timeline

Responsible
Officers

6.1 The D&I Plan is promoted to staff
through a variety of mediums.

Ongoing

Human Resources
Corporate
Communications

Performance Measure
• Approximately six newsflashes
are published each year related to
the D&I Plan.
• Posters, pamphlets and
banners are displayed in all
DMIRS office locations.
• The new Diversity at DMIRS
intranet page is published and
accessible to all employees.

6.2 The progress of the D&I Plan is
communicated regularly.

Ongoing

Human Resources
Corporate
Communications

• Newsflashes published quarterly
on the progress of the D&I Plan.
• Annual Diversity and Inclusion
Progress Report is published on
the intranet.
• Progress on the D&I Plan is
highlighted as part of the Director
General’s bi-annual presentation
to the department.

6.3 Publication and promotional
materials use images and
graphics that represent a diverse
group of people.

Ongoing

Corporate
Communications

• Increase in the visible
representation of people from
diverse groups in publication and
promotional materials.
• When possible, pictures of DMIRS
staff are used.

6.4 The D&I Plan is explained and
highlighted as part of the
induction process.

Ongoing

6.5 Publish the D&I Plan pamphlet
on the department’s website.
Ensure accessibility and readability
of the pamphlet.

June 2021

Human Resources

• HR inductions introduce the D&I
Plan to all new employees.
• All new employees have
completed HR induction within
six weeks of commencing.

Human Resources
Corporate
Communications

• The D&I Plan pamphlet is
published on the department’s
website and is accessible to the
wider community by June 2021.
• Pamphlet is reviewed annually
to ensure it is up-to-date
and relevant.

6.6 DMIRS leadership pledge
on diversity and inclusion is
promoted widely within and
outside the department.

June 2021

Corporate Executive
Human Resources
Corporate
Communications

• Pledge is published and promoted
on website by June 2021.
• Pledge is reviewed annually
to ensure it is aligned to
DMIRS priorities.
• Pledge is promoted to the
community through social
media platforms.
• Pledge is mentioned at all
corporate events.
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Strategy 6 – DMIRS promotes the Diversity and Inclusion Plan to all staff and members of the
community to increase awareness and demonstrate its commitment to the plan.
Responsible
Officers

Initiative

Timeline

6.7 Promote the D&I Plan at public
events (careers fairs, DMIRS open
days and community events) and
when appropriate use banners, flyers
and booklets.

December 2021 Corporate Executive
Senior Leadership Team
Human Resources
Corporate
Communications

6.8 Publish employee profiles
on DMIRS website and social
media platforms to showcase
DMIRS’ diverse workforce and
inclusive workplace.

December 2021 Human Resources

6.9 Showcase the department’s
diversity and inclusion initiatives and
programs by publishing web pages
and stories on programs and events.

Ongoing

Corporate
Communications

Human Resources
Corporate
Communications

Performance Measure
• Banners and pamphlets are
created by December 2021.
• Business areas are aware of the
banners and pamphlets and use
them at relevant events.
• Promote the D&I Plan at four
significant public events
each year.
• New profiles on DMIRS
employees are published biannually on DMIRS website.
• Profiles are promoted quarterly
on DMIRS social media platforms
and TV screens.
• Web pages are created for
successful employment
programs and updated annually.
• Web stories are published on a
regular basis highlighting DMIRS’
success with diversity initiatives
and employment programs.
• Stories are promoted through
social media platforms.
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7. Explore, monitor and evaluate
Strategy 7 – DMIRS through the Diversity and Inclusion Corporate Executive Sub-committee
progresses, reviews, evaluates and amends the plan to ensure it remains relevant to the business and
achieves tangible diversity and inclusion outcomes for both the department and staff.
Initiative

Timeline

7.1 Diversity and Inclusion Subcommittee meets quarterly to review
and evaluate the D&I Plan.

Quarterly

Responsible
Officers
Diversity and Inclusion
Sub-committee

Performance Measure
• Sub-committee is made up
of representatives from diversity
groups including the RAP
and DAIP.
• Committee members meet
quarterly to discuss the Diversity
and Inclusion Plan.
• The committee identifies
gaps, and changing priorities.
Recommends amendments to
Corporate Executive.
• Sub-committee produces a
Corporate Executive Progress
Report annually.

7.2 Investigate new partnerships or
memberships aligned to the priorities
of the D&I Plan.

Annually

Diversity and Inclusion
Sub-committee

• One new partnership or
relationship is initiated each year
aligned to the priorities of the
D&I Plan.
• Investigate membership with
Diversity Council of Australia by
June 2019.
• Investigate a partnership with
Pride in Diversity by June 2021.

7.3 Review responses to questions
in the exit interview on the culture
of DMIRS focused on diversity and
inclusion. Identify emerging patterns
and trends.

Annually

Corporate Executive
Human Resources

• Ensure exit interviews include
questions on diversity
and inclusion.
• Exit interviews are undertaken
by 80 per cent of all departing
employees.
• Trends are identified, monitored
and reported to the Director
General on bi-annual basis.
• The trends identified inform
future diversity and inclusion
programs and initiatives.

7.4 Climate surveys and employee
perception surveys include
questions on diversity and inclusion
in relation to workforce, culture
and work environment.

Annually

Corporate Executive
Diversity and Inclusion
Sub-committee
Senior Leadership Team
Human Resources
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• Surveys include questions on
diversity and inclusion to evaluate
DMIRS’ workforce, culture and
work environment.
• Trends from the survey will be
communicated and inform future
diversity and inclusion programs
and initiatives.

Strategy 7 – DMIRS through the Diversity and Inclusion Corporate Executive Sub-committee
progresses, reviews, evaluates and amends the plan to ensure it remains relevant to the business and
achieves tangible diversity and inclusion outcomes for both the department and staff.
Initiative

Timeline

Responsible
Officers

7.5 Collect diversity data from
all employees. Regularly publish
newsflash articles reminding staff
to update EEO and Diversity data
through ESKI.

Annually

Human Resources

Performance Measure
• Diversity data is collected through
on boarding process.
• Newsflashes are published on a
bi-annual basis.
• 90 per cent of all staff has
submitted diversity data.
• Diversity data completion rates
are monitored.

7.6 HR snapshot data report is
Quarterly
produced to monitor and evaluate the
department’s progress towards its
employment targets

Corporate Executive
Senior Leadership Team
Diversity and Inclusion
Sub-committee
Human Resources

• A HR snapshot data report is
produced every quarter for
the department and for all
groups, divisions, directorates
and branches.
• Each HR snapshot data report
identifies employment targets
for the department and provides
data on how each business
area is tracking against the
departments targets.
• The HR snapshot data report is
relevant and supports managers
to make decisions on human
resource management and future
employment decisions.

7.7 Investigate Culturally and
Linguistically Diverse (CALD) data to
map out workforce demographics
across the different cultures to
inform future D&I Plan initiatives.

December 2021 Human Resources

• Data on CALD employees is
reported on by December 2021.
• Data is analysed and reported to
Diversity and Inclusion
Sub-committee.
• CALD workforce data provided
to business areas to raise
awareness of distribution by
classification level.
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