EQUITY AND DIVERSITY PLAN 2001 - 2005

Over recent years, there has been increasing recognition that organisational effectiveness can be
linked to the successful management of workplace diversity.

Studies in Europe, North America and Australia have shown a strong correlation between good

diversity practices and better organisational performance. Specific performance benefits include:

e Increased productivity — a diverse workforce means that an organisation can tap into a full range
of talent, utilising a broad range of skills, knowledge and experience to achieve greater
productivity;

e Ability to attract and retain superior employees — an organisation that values and encourages
diversity is more likely to be an employer of choice than one that does not. Cos ts associated with
high tumover of staff are therefore significantly lower;

e Betterinnovation — diverse groups tend to come up with more creative, innovative, feasible and
effective solutions to business problems by offering a variety of perspectives; and

e Improved customer service — a workforce that reflects the diversity of the community is better able
to understand and meet the needs of a diverse range of customers, thus leading to improved
customer service.

Poor management of diversity, on the other hand, is associated with such factors as lower
productivity, increased staff turnover and higher absenteeism.

Researchalso suggest that organisations are unlikely to successfully establish and maintain a diverse
workforce unless they have appropriate diversity management plans and strategies in place.

The Government has developed an Equity and Diversity Plan for the Public Sector Workforce 2001 —
2005. This is in line with its commitment to develop a public sector workforce which is representative
of the Western Australian community at all levels of employment, thereby improving the performance
and increasing the overall effectiveness of the WA public sector.

Specific objectives and priorities have been identified for Indigenous Australians, people with

disabilities, people from culturally diverse backgrounds, youth and women. These are as follows:

e improved distribution of women at higher levels, particularly in management positions;

e greater workforce diversity through improved representation at all levels for Indigenous
Australians, people from culturally diverse backgrounds and people with disabilities; and

e increased representation of youth.

As a WA public sector agency, the Department is required to develop specific objectives for the
organisation that will contribute to the achievement of these sector wide objectives, and ultimately
contribute to improved organisational performance. These specific objectives are to be forwarded to
the Office of Equal Employment Opportunity by 30 May 2002.

Accordingly, proposed objectives in relation to each of the priority areas have been developed, and are
attached at Appendix 1. In determining these objectives, the following factors were considered:

e representation of diversity groups in the WA community. Note that women comprise 52% of the
WA community, Indigenous Australians 3%, people from culturally diverse backgrounds 12%,
and people with disabilities 4%;




































